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Abstract 
This investigation compared the essential tasks of career counselors and 
vocational evaluators by surveying experts and practitioners in each specialization.  
Although both services advise persons about their work and training options, career 
counseling often takes place in university career centers and vocational evaluation is 
made available in not-for-profit settings.  The null hypothesis is that there are no 
differences in task importance or frequency between these two jobs.  Previous literature 
and current job descriptions from Florida workplaces are used to identify tasks, which 
are then presented to experts for input regarding frequency and relative importance to 
job performance.   
Tasks endorsed by Delphi method were also rated by persons working at these 
occupations for both frequency and importance to job performance.  Current 
practitioners included persons working as career counselors in Florida state universities 
and as vocational evaluation vendors under the state of Florida Department of 
Education.   
Examination of means, mean differences, and standard deviations indicate 
differences in the task ratings between experts and practitioners and between 
practitioners of these populations.  Correlations between practitioners did not reveal any 
strong positive relationships between tasks, but there was a negative relationship 
between these two professions when rating the relative importance of teaching 
counselees self-directed techniques.  Even though the results did not pass the tests of 
assumption for multiple analyses of variance (MANOVA), significant differences are 
suggested.  These differences include a proclivity for career counselors to teach self-
 vii 
 
direction, and a proclivity for vocational evaluators to provide and present assessments, 
make recommendations, and perform transferable skills analysis.   
Implications for education and professional certification point to a need for 
additional instruction for vocational evaluators in the areas of report writing, concluding 
services, and fulfilling the role they play in interdisciplinary activities.  Both groups of 
counselors endorsed the use of basic counseling skills to understand and overcome 
personal problems, which typically requires licensure.
 1 
  
 
 
Chapter One: 
Introduction 
 Career counseling is provided in a variety of settings to a variety of people with a 
variety of needs.  Formal training is available for career counselors with different 
specializations.  For example, career counselors can graduate from counselor education 
programs and from vocational rehabilitation counseling programs.  Are these training 
programs interchangeable?  Do the settings and clients to whom career counseling 
services are offered have the same needs?  Or is further specialization necessary, 
similar to other counseling divisions such as family therapy, mental health counseling, 
and school counseling?   
There currently exists a specialization of career counseling for persons with 
disabilities called vocational evaluation.  Like career counseling, this occupation has 
never been licensed, but offered national certification in the past.  In 2008, the agency 
that oversees the certification and renewal process closed.  The reasons include not 
having enough new applicants to justify the expense of offering an examination and 
eligibility process (Joint Task Force on Alternative Certification, 2009).  However, some 
state programs continue to require vocational evaluation to be provided to persons with 
disabilities such as noted in Florida statutes.  There is a mechanism in place to maintain 
certification through continuing education (Commission on Rehabilitation Counselor 
Certification, n.d.), and since the original certification agency ended, there is a registry 
put in place for persons who meet the traditional education and experience criteria for a 
vocational evaluation professional, but the certification is gone.  That means persons 
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who presently want to enter the workforce as vocational evaluators, such as those just 
finishing graduate studies, will not be able to be certified as professionals.   
 Vocational evaluation was criticized in the past as being time-consuming or using 
the same, irrelevant tests on every consumer (Murphy & Hagner, 1988).  However, there 
is also evidence that this process is effective at returning injured workers or other 
persons with disabilities to gainful employment when time is taken to individualize the 
actions implemented.  Additionally, this service might be beneficial to other populations 
that have multiple barriers to employment, such as displaced homemakers and 
transitional students (Flansburg, 2011).  If this is the case, and if there is no mechanism 
to create certified practitioners, then these populations with special needs and the field 
of vocational rehabilitation may be severely undermined in the career counseling 
practice.   
Statement and Significance of the Problem 
Some state government programs require vendors who provide vocational 
evaluation to be certified or to meet minimum professional criteria.  In Florida, although it 
is not specifically stated in the vocational rehabilitation counselor’s manual, divisions of 
the Department of Education require most clients to participate in a vocational evaluation 
to determine a feasible vocational goal.  That is, each applicant to this state service sees 
a vendor who meets the criteria to perform vocational evaluation to outline the 
applicant’s interests, aptitudes, skills, and needed supports to return to gainful 
employment.  The state is specific about the knowledge and experience the eligible 
vendor must meet and requires certain graduate level course completion.  However, it is 
unclear whether career counseling as taught in university settings to prepare career 
counselors such as those who work with college students, is sufficient to meet the 
requirements to provide vocational evaluation.   
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If vocational evaluation is no longer offered in graduate training or certified 
through examination and internship, the efficacy of state programs that serve persons 
with disabilities may be negatively affected.   Indeed, if persons with disabilities receive 
services from professional counselors who are not afforded training identified as crucial, 
their rights under the Americans with Disabilities Act (ADA) may be jeopardized.  
Specifically, if this population is not getting full access to work options due to inferior 
interventions from services set up to accommodate them, then their civil rights may be at 
stake.  Additionally, if there are not enough training programs to prepare vocational 
evaluators, then career counseling programs may need to implement curricula designed 
to fill this need.   
It is also unclear what preparation vocational evaluators who are currently 
performing in this capacity have undergone.  In the past, certification was achieved via 
graduate level training, professional supervision, and examination (Williams, Reed, & 
Stroud, n.d.).  In some cases, this type of preparation was achieved after formal 
classroom training and after the award of a formal degree.  This suggests that post 
graduate or short term training might fill the need to build skills for vocational evaluation.  
Surveying professionals in the field regarding tasks they believe are essential to their 
jobs may provide insight as to what training is needed. 
Purpose of Study 
 The purpose of this study is to identify and compare the essential tasks of career 
counselors in college career centers versus those of vocational evaluators in 
rehabilitation agencies funded by the state government.  Comparison between these 
tasks indicate what, if any, specialized training is necessary for either setting.  
Implications include identification of what kind of training and other preparation is 
needed, missing, or duplicated (see Figure 1).  Additionally, this study asks practicing 
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professionals to rank the importance of these tasks so they can be compared to what is 
required by professional standards to be included in curricula.    
 
Figure 1.  Overlap in tasks for vocational evaluator and career counselor. 
Definition of Terms 
 One definition for Career Counseling is “competent career facilitation is focused 
on helping people to appreciate opportunities and responsibilities for choice and to make 
informed, intelligent, and wise choices and plans regarding their career and their career 
potential” (Engels, Minor, Sampson, & Splete, 1995, p.138).  However, Wendlandt and 
Rochlen (2008) suggested that career counseling in college career centers “is primarily 
focused on choosing a major, improving resumes, practicing interview skills, and 
providing job search assistance” (p.152). Because this study examines differences 
between specialized settings, the Wendlandt and Rochlen definition is used.  A Career 
Counselor is an employee in the career center who provides the above services. 
 Career Coach and Career Development Facilitator are occupations that provide 
support for the career counselor.  Neither is required to have a masters level education, 
and help represent a continuum of career counseling services.  Career counselors are 
the most highly trained and offer counseling services.  Career development facilitators 
Vocational 
Evaluator 
Career 
Counselor 
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are certified and specially trained, but may not have the same level of responsibility as 
career counselors (Splete & Hopping, 2000).  Career coaches tend to offer specific 
advice for specific career situations, such as actions that can be put into place 
(Knowdell, 2009). 
 Vocational Evaluation is career planning that is usually comprised of 3 activities: 
“psychometric tests, work samples, situational assessment” (Ahlers et al., 2003, p.9).  
This service can be subcontracted by state education or labor departments with not-for-
profit rehabilitation agencies that are accustomed to serving persons with disabilities.  
The purpose is to help the client decide what kind of assistance they want to ask the 
state to provide in terms of return to work and to provide the state with documentation 
regarding the client’s potential for success.   
 Task is differentiated from a duty, which may be a combination of tasks. Tasks 
represent a smaller portion of the work performed, but as defined for this study may 
involve more than one specific action.  Knowledge, skills, abilities, and personal 
characteristics describe the person doing the job, but “a task is something a person 
does” (Spector, 2000, p. 52).  This project examines tasks done by two groups of 
professional counselors.   
Theoretical Framework 
 Social cognitive theory assumes that “personal and background variables are 
believed to indirectly influence self-efficacy and outcome expectations through the 
learning experiences that one is exposed to in life” (Flores & Heppner, 2002, p.192).  
Because learning continues in the counseling professional after formal classroom 
training (Bernard & Goodyear, 2009), the classroom experience may be crucial in laying 
a foundation upon which to build a professional identity.  It is important to have a good 
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grasp on what tasks are required on the job so these tasks are introduced and examined 
in detail during formal training.   
Additionally, Vygotsky’s learning theory suggests that a student’s learning 
experience can be enhanced by a teacher who not only knows what to teach the student 
next, but how to connect what is already known to what needs to be mastered (Eun, 
2008).  To know what needs to be taught, the teacher must understand what tasks are 
necessary for successful performance of the job.   
Research Questions  
 There are significant differences in task performance, training curricula need to 
emphasize different activities so that trainees are exposed to expected tasks once the 
trainees are employed in their respective field.  It may be that some tasks are common 
to both professions, but are more important to the performance of one than to the other.  
Documenting these differences may provide support for licensure or certification as a 
way to elevate the career counseling professions.  The following research questions 
guide this study. 
1. What the difference between job tasks for vocational evaluators and career 
counselors?   
2. What differences exist in these two jobs that warrant specialized training?   
3. What specialized training is necessary within the career counseling field, 
depending on the population served or the work setting?   
4. What tasks do these professionals regard as most important to job performance? 
The null hypothesis is that there is no statistically significant difference in tasks 
between these two counseling professions as rated by incumbents.   
 Chapter 2 describes recent research.  Literature and professional standards 
define each profession and it is clear that there are similarities.  Social cognitive theory 
 7 
  
and Vygotsky’s developmental learning theory provide a framework for how new skills 
are mastered, such as when professionals undertake specialized training.  A critical 
review of previous investigations sets the stage for a discussion of the methods used in 
this project.   
Chapter 3 illustrates the methodology used to collect data.  Experts and 
practitioners in both career counseling and vocational evaluation were identified and 
solicited for feedback.  Surveys were administered online through e-mail invitation to 
professionals who met defining criteria.  Lists of tasks were rated for relative importance 
and frequency to job performance.  Additional comments and demographic information 
were also requested.   
 Chapter 4 exemplifies the results from statistical analysis performed to outline the 
relationships of tasks between and within professions, and to describe the relative 
importance of tasks for each profession.  Discovering any significant differences in tasks, 
or other aspects revealed through thorough investigation of data provided by 
professionals, may impact formal training, certification and possibly licensure policies.  
 Chapter 5 speculates reasons for statistical results of the data.  Limitations are 
identified.  Implications for education, training, certification, and licensure are discussed 
as a prelude for additional study.  Competencies recommended by professional training 
standards are consulted to make suggestions for formal training designed to better 
prepare counseling specialists.  
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Chapter 2: 
Literature Review 
Chapter 1 gave an overview of this project and what the reader can expect from 
subsequent chapters.  The idea of differences in counseling specialties was introduced.  
It was speculated that surveying experts and practitioners will identify differences in the 
professions that may warrant more training than is currently recommended.   
Chapter 2 presents a theoretical foundation for this study.  The backgrounds of 
career counseling and of vocational evaluation are reflected in research.  Professional 
identity, social cognitive theory, and adult learning theory are used to assist the reader to 
understand what is customary to these practices and pertinent to this assessment.  
Teaching, counseling, and psychotherapy are similar because they are helping 
professions, and each field may include some aspects of the others (Robertson, 2000).  
For example, the primary purpose of teaching is to impart knowledge; for counseling, to 
problem solve; and for psychotherapy, to heal.  The function of the authority in teaching 
is as an expert, in counseling as a facilitator, and in psychotherapy as an evaluator.  But 
it is clear that these purposes and functions are not mutually exclusive.  Therefore, some 
of the research in education regarding preservice teachers and learning may be 
applicable to career counselors and counselor preparation (Grossman, Compton, 
Shahan, Ronfeldt, Igra, & Shaing, 2007). 
Even though all teachers teach, there are separate programs to prepare 
instructors for elementary and secondary institutions, as well as for a myriad of subjects.  
It is reasonable to believe that career counseling has subfields as well, because it is 
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another helping profession like teaching.  This study compares career counselors and 
vocational evaluators in terms of their job tasks and training.  In this chapter, previous 
research illustrates the current body of knowledge as it relates to career counseling, 
vocational evaluation, professional competencies, social cognitive theory, and 
developmental learning theory.  
Historical Antecedents 
“Since Parsons’s early work, circa 1909, and the founding of [the National 
Vocational Guidance Association] NVGA in 1913, NVGA leaders such as Jesse Davis, 
John Brewer, and other distinguished pioneers and current leaders have refined the 
discipline and profession of career counseling into a major force for promulgating and 
promoting life-career development” (Engels et al., 1995, p.135).  The upsurge in the 
need to assist persons to choose occupations might have been in response to an 
increase in industries other than agriculture (Zunker, 2006).  Career counseling moved 
into the schools because one of the school’s functions was to prepare children for 
adulthood in the local economy.  As work outside the home for both men and women 
became more widespread and diverse, so did career counseling as a service to assist in 
the adjustment to a major life role.   
Career counseling and assessment was widely used by the military as early as 
World War I to place new recruits into military positions that best suited their innate 
talent (Zunker, 2006).  Then, once veterans returned from service, they were again 
provided with career counseling to assist their transition to civilian society.  As early as 
the 1920s, achievement testing was provided in the public schools to better identify 
students’ aptitudes for development (Zunker, 2006).  Later, similar techniques were used 
in response to the Rehabilitation Act of 1973 to ensure that persons with disabilities were 
able to access jobs in the competitive labor market.   
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Vocational evaluation first began to have a professional identity of its own with 
the formation of the American Association of Work Evaluators (AAWE) in 1965.  
The AAWE subsequently became the Vocational Evaluation and Work 
Adjustment Association (VEWAA) and obtained division status in the National 
Rehabilitation Association (NRA). (Cottone, 1986, p.26)  
This form of career counseling concentrated on serving persons with disabilities.  
Consequently, vocational evaluation is offered by agencies that contract with state 
departments that help persons with disabilities return to work, and within public schools 
for students with disabilities.  More recently, some jobs became obsolete and some are 
newly developed as a result of growing technology.  As a more diverse array of jobs is 
present, persons need assistance to explore their vocational options and develop career 
plans.  
As occupational fields grow, they develop professional organizations to 
disseminate knowledge and to ensure continuing professional growth.  Career 
counseling and vocational evaluation are no exception and also emphasize professional 
ethics, peer review, and supervision.  The life-span developmental model recognizes 
that a therapist develops over time in response to occurrences; it emphasizes the 
development over the life span, after formal schooling ends (Bernard & Goodyear, 
2009).  Professional growth involves the accumulation of experience rather than the 
passage of time, and development as a result of working through tasks.  Additionally, 
legislature supported the growth of career counseling by recognizing how important work 
was to the U.S. society.  Federal funds were set aside to develop public guidance 
programs, publications describing occupations, counselor training programs, the creation 
of new jobs, and support for minority groups (Herr, 2001).  The private sector was also 
involved, and as the field of guidance developed, so did formal theories, test publishers, 
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and certification boards.  During the development of the career counseling profession, 
multiple instruments were devised to estimate interests, preferences, academic 
achievement, learning style, aptitudes, dexterity, coordination, and other attributes 
related to job performance.   
The counseling professions have continued to expand and diversify.  The U.S. 
Census (2010), Bureau of Labor Statistics indicates that counseling is an occupational 
field that is growing faster than average.  There may be 665,000 current counseling 
employees, and openings for educational, vocational, and school counselors are 
expected to increase by 14% and for rehabilitation counselors by 19% by 2018.  These 
statistics suggest a growing need for professional preparation in the field of career 
counseling and have implications for training curricula and certification or licensure.  This 
need is impacted by the dire economic conditions at present, including an increase in 
unemployment.   
There are no licensure requirements for career counseling, but most states tend 
to lump career counseling regulation with mental health counseling, clinical social work, 
and behavioral science (American Counseling Association, n.d., National Board for 
Certified Counselors, n.d.).  Some states, however, recognize the national certifications 
as opposed to having a separate state regulation.  Early in the evolution of this field, 
however, the profession recognized that in-service training for vocational guidance 
counselors would not be sufficient preparation and that the trade needed to be 
recognized as a separate and respectable profession (Savickas, 2011). 
Career Counseling 
The National Career Development Association (NCDA), a division of the 
American Counseling Association (ACA), has about 4,200 members at the time of this 
report (National Career Development Association, 2012).  However, the associated 
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certification for this specialty is acquired through the National Board of Certified 
Counselors (NBCC).  NBCC is not part of ACA, but has been associated with ACA since 
about 1982.  During 1999, NBCC retired the specialization for career counselors 
because there were only about 20 applicants per year, and the organization could not 
justify the cost of maintaining a separate certification (Clawsen, 1999).  Currently, NBCC 
has about 48,000 certificants, with specializations in school counseling, mental health 
counseling, and addictions counseling.  At about the same time that NBCC withdrew the 
career counseling certification, NCDA initiated the Career Development Facilitator (CDF) 
120 hour training.  This certification will be revisited later in this review.    
Chen (2001), Engels et al. (1995), Flores and Heppner (2002) acknowledge that 
basic counseling skills are needed in career counseling and that career counseling takes 
into account many other life aspects besides work.  Because each client is different, 
career counseling skills must be able to take into account a variety of influences and 
options.  It is essentially self-exploration, given that it examines past experience, values, 
interests, and perception.  This description of career counseling points to a need for 
certification or licensure, based on the same principles as the need for licensing other 
counselors. 
There is a dearth of recent research on career counseling (Bedi, 2004).  The lack 
of exploration in career counseling probably explains why McMahon (2003) found that 
over half of career counseling students do not receive supervision of their emerging 
counseling skills.  In fact, some never even get a practicum in a career counseling 
setting.  Even though career counseling is recognized by the Council for Accreditation of 
Counseling and Related Educational Programs (CACREP), most master’s level 
programs only require one class in career issues (Harris-Bowlsbey, 2003).  There has 
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also been a call for more training in multicultural awareness specifically in career 
counseling programs (Creager, 2011).   
A framework for understanding the counselee’s career development issues can 
be taught but must be “flexible enough to accommodate students at different levels of 
professional development.” (Bussaca, 2002, p. 134).  In fact, CACREP standards outline 
a framework that includes general counseling and career development.  Scott (2002) 
noted that during his practicum training, using holistic counseling enabled him to pick up 
on issues that were not strictly career related but helped the counseling session.  This 
suggests that career counselors need to learn everything that other counselors learn, 
such as school counselors and mental health counselors, as well as career theory, 
techniques, and procedures.  Sampson, Dozier, and Colvin (2011) note that application 
of theory to practice is typically associated with career development professionals, 
assessments, and their associated training.  
The shortage of previous documentation regarding preparation of career 
counselors indicates a problem.  Unlike other counseling specialties, career counseling 
does not have a licensure process and licensure is not a requirement to practice.  There 
is no standard skill set for student counselor internships, whether it is the career 
counseling specialty or not (Perusse, Goodnough, & Noel, 2001), suggesting a need to 
study how professionals practice.  If the profession is not sure what is required by the 
work setting, how can educators prepare new professionals?   
Vocational Evaluation 
 The Commission on Rehabilitation Counselor Certification (CRCC) suggests 
there are currently 900 certified vocational evaluators (CVE) who maintain certification 
through continuing education, and about 16,600 vocational rehabilitation counselors 
(CRC) who also maintain certification (S. Stark, personal communication, December 31, 
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2011), with about 223 active CVEs residing in Florida (C. McReynolds, personal 
communication, January 5, 2012).  CRCC assumed the maintenance of these records 
after the Commission for Certification of Work Adjustment and Vocational Evaluation 
Specialists (CCWAVES) dissolved during 2008.  One of the reasons this certification 
agency ended was due to a lack of applicants which negatively affected the 
organization’s fiscal stability (Langdon, 2012). 
Vocational evaluation is commonly a service that is provided to individuals with 
disabilities who apply for funding of employment or training through the state 
Departments of Education or Labor.  The office within the state department that provides 
these supports is usually associated with vocational rehabilitation.  In the state of 
Florida, the Division of Vocational Rehabilitation (DVR) and the Division of Blind 
Services (DBS) are under the state Department of Education (DOE).  Counselors in 
these divisions carry caseloads of persons with varying disabling conditions and often 
subcontract for specific services, such as job placement, medical examination, and 
independent living skills training.  The subcontractors, or vendors, include not-for-profit 
organizations whose mission statements revolve around persons with disabilities and 
assisting this constituency to realize independence in society according to the current 
vendor list provided by the state Department of Education (D. M. Courtney, personal 
communication, January 13, 2012). 
 People who live with disability conditions, the associated symptoms, barriers, and 
negative attitudes of others constitute a different culture.  Persons with disabilities “face 
common social problems of stigma, marginality, and discrimination” and disability 
“impacts work performance and affects the way others react [which] … further limits 
opportunity” (Quinn, 2007, p.86-87).  Therefore, persons with disabilities may best be 
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served by professionals who are aware of their multicultural needs and do not endorse 
the common misconception that disability means being incapable of work.  
 As well as knowledge regarding the Americans with Disabilities Act (ADA), 
assistive devices, disability conditions, labor market, community resources,  
Vocational evaluation and assessment is a professional discipline which utilizes a 
systematic appraisal process to identify an individual’s vocational potential. 
Consumers range from school-aged youth to older adults who are making career 
decisions or vocational transitions. The vocational evaluation and assessment 
professional provides services to measure, observe, and document an 
individual’s interests, values, temperaments, work-related behaviors, aptitudes, 
skills, physical capacities, learning style and training needs. (Smith, Lombard, 
Neubert, Leconte, Rothernbacher, & Sitlington, 1995, p.2)   
Ahlers et al. (2003) indicate that it is the skill of the evaluator that makes the 
difference between an effective service and an ineffective service.  This group of 
researchers suggests that the evaluator is the most important instrument in measuring a 
person and helping to set viable goals.  This sentiment is echoed by Anastasiou and 
Kauffman (2011) when they assert that there is nothing wrong with persons with 
disabilities, but that the flaw is within a society that cannot be flexible enough to 
accommodate every individual.  This illustrates one of the multicultural challenges for 
persons with disabilities: attitude of others.  This attitude of pity or underestimation may 
not allow the person with disabilities to be judged on his or her own merit, or to be 
afforded promotion or training that might otherwise be considered.   
 Some universities teach rehabilitation counseling and do not have a specialized 
degree for vocational evaluation.  Research shows a difference between actual tasks 
performed in these two professions (Rubin & Porter, 1979).  Some universities have 
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separate departments for counselor education and rehabilitation counseling, offering 
career oriented degrees in each.  It seems as though formal training in rehabilitation 
counseling is akin to counselor education, just as vocational evaluation is akin to career 
counseling.  In fact, some rehabilitation counseling master’s level programs only offer 
one or two assessment courses (Cook, 1999), just as counselor education graduate 
level programs only offer one or two career counseling courses.  It appears that the lack 
of training specific to career counseling is not related to the college department, but to 
the field itself.  Although accreditation standards guide training, a lack of professional 
certification contrasts any special importance given to career counseling. 
Professional Competencies 
 Human relations professions may be underestimated in terms of skills needed to 
perform successfully due to the nature of the work and its resemblance to addressing 
common, everyday problems (Saxon & Spitznagel, 1999).  For example, counseling 
resembles talking with a friend to work out personal problems.  Because many people 
engage in this activity informally, it may be difficult to appreciate the difference between 
the professional and the lay person.  Nevertheless, what defines counseling as a 
profession, according to Greenwood as cited in Saxon and Spitznagel (1999), are “1) a 
systematic body of knowledge, 2) professional authority derived from extensive, 
specialized education, 3) community sanction related to powers and privileges, 4) a 
professional code of ethics, and 5) a professional culture” (p.174).  Many rehabilitation 
counseling programs are guided by the Council on Rehabilitation Education (CORE) 
standards, and many counselor education programs are guided by the Council for 
Accreditation of Counseling and Related Educational Programs (CACREP) standards.  
These sets of standards have undergone changes over time.  Both of the professional 
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organizations have codes of ethics and associations that members subscribe to and 
meet with on a regular basis.   
Career counselors seem to be most closely affiliated with NCDA, and vocational 
evaluators with the Vocational Evaluation and Career Assessment Professionals 
(VECAP).  The VECAP was formerly known as the Vocational Evaluation and Work 
Adjustment Association (VEWAA) until it left the National Rehabilitation Association 
(NRA) during 2003.  A search of CORE standards shows that the key words “vocational 
evaluation” are mentioned once and referred to as a method of career counseling.  In 
CACREP standards, career development is included as a section in professional identity 
and as a separate set of standards for students who are specializing in this area; 
separate from addiction counseling, clinical mental health counseling, marriage, couple, 
and family counseling, school counseling, and student affairs and college counseling.  
 Career counseling does not require licensure like other counseling specialties.  
This is why certification programs are growing in popularity.  Professional certification 
allows career counselors to voluntarily identify themselves as having met standards set 
up by other professionals in the field.  The rationale for this is that clients can choose 
counselors who hold themselves up to peer review. The National Board Certified 
Counselor (NBCC) designation once had a career counseling specialty, but it was 
dropped during 1999.  However, two new certifications have come about: career 
development facilitators (CDFs) and career coaches.  These latter two occupations may 
not require the same amount of formal training as is typically expected of a professional 
counselor and are not distinguished from each other in terms of professionalism (Harris-
Bowlsbey, 2003).  
Splete and Hopping (2000) found that CDFs may work as part of a team of 
career specialists, after receiving short term training as sponsored by NCDA but typically 
 18 
  
do not have masters degree level education.  The competencies required as well as the 
need for this career professional were outlined by several agencies via committee, once 
the need for more training was identified when working with adults in various settings 
under various job titles (Splete & Hopping, 2000).  The goal was to differentiate two 
levels of career assistance.  This designation may have developed as a complement to 
National Certified Career Counselor (NCCC), which was later retired.   
Knowdell (2009) found that several organizations teach career coaches, and that 
this specialty evolved when the workforce changed in the late 20th century.  These 
training disciplines offer a number of certifications either online or in person and short 
term training, with no prerequisite education or experience level (Knowdell, 2009).  
Career coaches, as opposed to career counselors, offer specific advice in the form of 
prescriptive actions to be put in place to address work issues.  Subsequently, career 
coaching is seen as a much shorter process than career counseling, and may be more 
solution focused and outcome based (Knowdell, 2009).   
The Certified Vocational Evaluator (CVE) designation specifically identifies 
vocational evaluators but the organization offering this certification dissolved a few years 
ago, replaced by the Professional Vocational Evaluator (PVE) registry.  The new registry 
has similar requirements as the old certification, but does not require an examination.  
Apparently, the examination was thought to have added unnecessary cost to this 
process.  The graduate level classes required for the PVE do not have to be part of a 
cohesive graduate degree program, and may be available through distance learning at 
some universities that offer the vocational evaluation graduate degree.  While 
investigation was done to identify competencies for vocational evaluators, there is not 
much research to connect these competencies to formal training (McAllister & Larkin, 
2006).  While contacting potential participants for the current study, the principal 
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investigator was informed of another certification option for vocational evaluators.  Board 
Certified Vocational Evaluator (BCVE) has a website (www.bcve.org) and invites new 
members who meet similar criteria to the old CVE certification, and plan to have an 
examination available for new members.  However, this project appears to be in 
progress as some of the website associated with this group is under construction at the 
time of this report.  
Most counselors and counselor educators agree that multicultural competence is 
necessary for any counseling setting.  This competency should include disability as a 
separate culture due to the effects of legislation, the tendency for discrimination, the 
need for specialized tools, and so forth (Dipeolu, 2009).  However, many counseling 
curricula concentrate on race and gender as diverse issues, and may not delve into the 
needs of persons with disabilities, among other socially disadvantaged groups.  In fact, 
Chae, Foley, and Chae (2006) suggest that clear standards are necessary for training 
counselors to be multiculturally competent, that this portion of training is typically 
delegated to a newer counselor educator in the department, and that most counseling is 
designed to benefit persons who can express themselves which may cause some 
persons with disabilities to be perceived as having less potential.  Engles et al. (1995) 
note that as society becomes more diverse, so will the workforce, and career counselors 
will need to assist clients who deal with transition into work and discrimination.  Herlihy 
and Dufrene (2011) found that career counseling experts ranked professional identity 
and counselor preparation in the top three issues pertinent to the profession, outranked 
only by developing multicultural competence.  There appear to be three methods for 
teaching multiculturalism to counselors, which are emphasized in one class, or as a 
theme across the curriculum, or as an area of concentration.     
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 Hamilton and Shumate (2005) assessed the role and function of vocational 
evaluators and found that there were within group differences in tasks and in settings.  
Even though there were more similarities than differences between vocational 
evaluators, the differences focused on what competencies were most important for what 
setting.  That is, if a vocational evaluator worked only with persons with a particular 
disability condition, certain competencies might be more important than others.  If a 
vocational evaluator works primarily with persons who have severe and persistent 
mental health symptoms, knowledge of supported employment may be more important 
than for working with persons who have work-related back injuries.   
 Roberts and Roberts (2005) suggest that many vocational evaluators have little 
or no formal training to prepare them to work in the field.  However, Lustig and Strauser 
(2008) imply that formal training may not be required for vocational evaluators because 
the rehabilitation industry may prescribe how this job is done through state law and 
agency procedure.  And yet, Rubin and Porter (1979) note that the role and function of 
evaluators change in response to changes in society.  In any case, there appear to be 
fewer graduate degree programs for vocational evaluation than for career counseling. 
Social Cognitive Theory and Professional Identity 
 Gibson, Dollarhide, and Moss (2010) propose that counselors in training need to 
be able to define themselves as counselors within a community of counselors, such as a 
training program, to develop professional identity.  This concept suggests that having 
mentors who know the occupational field and what competencies are required is 
important to counselor development.  The students compare themselves with those 
aspects to determine if their interests, abilities, and values match.  Additionally, by 
examining essential tasks performed, the students can decide if the required effort and 
preparation leads to an outcome they desire.  Berzonsky (2011) suggests that 
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professional identity includes a theory of self that is used to interpret new information.  
These tenets are in line with social cognitive theory. 
 Lara, Kline, and Paulson (2011) note that although career counseling training is 
seen as important, many counseling programs only require one course to familiarize 
students with career counseling concepts, and these classes may not be taught by a 
career expert.  Apparently, even though these classes are required, many students do 
not feel as though they could perform career counseling after taking the required class.  
Although career counseling students are required to have an internship before award of 
a master’s degree, often the internship is not in a career counseling setting.  That means 
their formal training may not expose them to tasks they will be responsible for once they 
are in a professional job.  The lack of licensure and professional supervision seem to 
compound the problem.   
 Hensley, Smith, and Thompson (2002) reveal that although no instrument exists 
to measure a counselor’s professional growth during formal training, both professional 
and personal competencies are necessary to successfully develop.  Competencies may 
be implied by professional organizations, such as CORE and CACREP, or by the work 
setting, in such areas as labor market information, transferable skills analysis, or 
different theories.  If counselors endorse different tasks, it suggests that there is a 
distinction in the professions that should be reflected in formal training and job 
performance.   
Adult Learning Theory  
 By understanding how persons learn, we better understand how to develop 
training programs and these learning principles may be the same for elementary 
students and developing professionals (Eun, 2008).  According to Vygotsky’s 
developmental theory of learning, it is important to consider the context in which learning 
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activities take place, and it is important that the teacher or mentor has the ability to guide 
the novice through activities designed to develop skills.  This is why it is important that 
the teacher knows the practice and activities very well, and has experience in the same 
profession in which the student is specializing.  Supervision by a senior member of the 
field is a typical learning activity in many helping professions (Dollarhide & Miller, 2006).  
In fact, when students do not develop in the manner valued by their teachers, they may 
not be as successful and may not be offered as many opportunities as other students 
(Hall & Burns, 2009).  By identifying the essential tasks required for successful 
performance, instructors may provide practice to their students and better prepare them 
for the work force.  
 It is reasonable to believe that practicing new skills in a work environment that 
mimics the professional setting also has a positive effect on a professional’s 
development.  By using professional skills in a work environment, the novice counselor 
incorporates social interactions into learning.  Social interactions and the context within 
which they are performed, may be a basis for professional development (Eun, 2008).  
Professional development may depend on exposure to tasks expected by the employer 
and client once the professional is working on their own.  Edmondson (2008) indicates 
that adults learn better when learning experiences build on what students already know, 
and encourage them to reflect back on what they did or learned.   
The lack of licensure and clinical supervision in this field seems to compound the 
problem.  That is, learning outside of the classroom may be necessary in this complex 
field so that counselors can discover how to be flexible and how to address each client 
as an individual and new case.  If the career counselor is not getting supervision or is not 
required to complete continuing education to maintain certification or licensure, the 
 23 
  
counselor may stop learning or polishing skills that need updating due to the ever 
changing world and work force.   
Critical Analysis of the Literature  
 Gibson et al. (2010) wanted to identify what tasks serve to develop a counselor’s 
professional identity.  The researchers questioned focus group members that were 
purposefully chosen based on what stage they were at in formal training and to ensure 
that a diversity of professional specialization was included.  The researchers identified 
their biases and experiences, to acknowledge their role in the data collection and 
interpretation.  Demographic data was not collected, but participants were recruited from 
two college campuses in different parts of the county: South and Midwest.  There were 
seven focus groups with four to eight participants, and the questions were based on 
literature review.  Verbatim transcripts were created for each focus group and examined 
by the researchers until they decided that there was no additional new information 
surfacing.  At that point, they stopped forming and questioning groups.  Limitations 
include the use of focus groups as opposed to individual interviews.  That is, some focus 
groups tend to be dominated by only one or a few participants, with whom the rest of the 
focus group members agree.  The researchers’ attitude toward the importance of 
professional identity development may preclude the focus groups from making honest 
complaints or negative comments.   
Lara et al. (2011) performed another grounded theory study regarding counselor 
trainee attitudes toward career counseling.  Again, participants were purposefully 
recruited from institutions other than the principal investigator’s school.  This was done 
to create a diverse sample in terms of academic program emphasis, but the majority of 
the participants were White females.  Only six participants were chosen, but were given 
multiple interviews to create ample data for examination.  Second interview questions 
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were based on first interview responses to confirm and expand thoughts.  The interviews 
were transcribed, and member checking interviews were performed.  Topics were 
triangulated with literature, the use of a viewpoint outside the research team, and 
member checking.  Limitations include the possibility of measuring overly positive 
attitudes toward career counseling due to the participants being halfway through their 
required career counseling course, and since students who did not care for career 
counseling might not volunteer for this study.   
Essential tasks for vocational evaluators were examined from several viewpoints, 
as this section illustrates. “Defining the unique scope of vocational evaluation practice 
serves to further advance the discipline, and facilitates political advocacy for enhanced 
professional status” (Hamilton & Shumate, 2005, p.186).  Hamilton and Shumate found 
that most vocational evaluators perform similar tasks, regardless of their work setting, 
according to 558 practicing evaluators from Canada and the United States who returned 
the survey.  Participants were actively CVE, primarily White females with master’s 
degrees, who were self-employed or employed in private, for-profit settings.  The survey 
was developed through literature review, examination of previous surveys, and Delphi 
procedure.  Job tasks and knowledge domains were identified via Likert scale regarding 
frequency of performance and importance to job performance.  Correlations and factor 
analysis were performed on the same set of results.   
 McAlister and Larkin (2006) surveyed 55 faculty and graduate students regarding 
their perception of what competencies are needed to perform vocational evaluation and 
how these competencies are ranked in importance.  VECAP members and faculty 
members from 12 universities that offer vocational evaluation as a specialty in 
rehabilitation counseling were solicited.  The majority of the participants were White 
females, although there was more male faculty than female, and more female 
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practitioners than male.  Most faculty members had doctoral degrees, and most 
practitioners had master’s degrees.  The survey was based on previous literature, 
disseminated via Internet, and results were based on Likert scale ratings.  Results 
suggest differences in ratings between persons who self identify as specializing in 
vocational evaluation, either faculty or graduates, and those persons who self identify as 
specializing in a different field.  “It would also be advantageous for VECAP to survey 
their members about their specific occupational roles to gain more insight into the 
members of this organization” (McAllister & Larkin, 2006, p.73).  
Saxon and Spitznagel (1999) asked 94 undergraduate students from a 
southeastern university to rank 19 health professions according to perceived status.  
Most of the participants were from the ethnic “majority.”  Vocational evaluation was rated 
last in the group of occupations, but these results are confusing, because it is unclear as 
to whether the respondents thought vocational evaluation was an unimportant 
occupation or whether they did not know what vocational evaluation was, and so did not 
rate it. 
Taylor, Pell, Chan, and Bordieri (1999) based their study on literature that 
identifies the knowledge and skills of vocational evaluators, and compares this group of 
professionals to rehabilitation counselors.  The survey in this study was developed to 
examine curricula and determine if it was or could be specialized to meet the needs for 
training vocational evaluators.  All U.S. universities offering CORE accredited programs 
were solicited, and results from 39 schools were used in this project.  Although the 
programs were rated as having the overall capacity of preparing vocational evaluators, it 
is interesting that half of the faculty surveyed did not hold certification in the field.   
 26 
  
Summary 
 The purpose of this study is to identify similarities and differences between 
career counselors and vocational evaluators.  It is proposed that both of these 
professions have similar tasks, but that the differences are enough to warrant 
specialized training.  Additionally, it is unclear as to what tasks are most important to 
professionals in the current labor market, and what training led them to this field.  
Previous research asked about what attributes are important to forming professional 
identity, attitudes toward career counseling, and what competencies are needed to 
perform vocational evaluation.  The proposed study was designed to add to the field of 
research by asking practicing professionals which of the tasks that are identified by 
experts are important to everyday job performance, and comparing the tasks chosen by 
career counselors and vocational evaluators.   
 This chapter summarized literature leading to the investigation of preparation and 
official recognition of career counselors and vocational evaluators.  Organizations 
supporting professional counselors were conferred for historical perspective.  Literature 
from education and rehabilitation counseling was presented to allow description of the 
occupations, previous research, and educational learning premises.  
The next chapter outlines procedures meant to analyze input from experts and 
define each of these professions.  Research questions are reviewed as a prelude to 
explain the basis for design, survey development, identification of participants, and the 
setting for data collection.    
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Chapter 3: 
Design and Methodology 
 Literature leading to this study suggests specialization between career 
counselors and vocational evaluators, illustrates the importance of providing students 
with learning environments that mimic work environments, and recognizes that 
becoming a competent professional is a developmental process.  This chapter explains 
the methodology used to identify essential tasks and how important they are to 
performing each of these jobs (see Figure 2).  Because there was a series of surveys 
developed for this study, this section also discusses how tasks were identified and 
subsequently presented to practitioners for consideration.  Quantitative methods 
describe the populations of professionals as well as document their tasks, correlation 
between the fields, and how these counselors view their tasks in terms of professional 
performance.   
 Both relative importance and frequency of task performance were rated by study 
participants.  Although most tasks that are importance are performed on a regular basis, 
there may be some tasks that are very important but only performed occasionally (W. C. 
Borman, personal communication, 10/26/12).  For example, a nursing assistant may 
never need to administer cardiopulmonary resuscitation (CPR), but in the event that it is 
necessary, this task becomes very important.   
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Figure 2.  Dissertation process. 
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Research Questions 
 The following research questions were explored in this study: 
1. What the difference between job tasks for vocational evaluators and career 
counselors?   
2. What differences exist in these two jobs that warrant specialized training?   
3. What specialized training is necessary within the career counseling field, 
depending on the population served or the work setting?   
4. What tasks do these professionals regard as most important to job performance? 
The null hypothesis is that there is no statistically significant difference in tasks 
between these two counseling professions as rated by incumbents.   
Design and Survey Development 
The technical manuals used to develop each of the professional certification 
examinations were sought, but could not be found, perhaps because of their proprietary 
use (S. Ariew, personal communication, March 5, 2012).  Associated research was 
sought, but none exists that compares these two types of counselors.  As a result, for 
the purposes of this study, one survey was developed that combined a list of tasks for 
career counselors and for vocational evaluators.  The survey was developed by the 
Delphi method which is documented in previous research (Colton, 2002; Jeste, Ardelt, 
Blazer, Kraemer, Vaillant, & Meeks 2010; Martz, 2009; Nworie, 2011; Ono & 
Wedemeyer, 1994; Rowe & Wright, 1996).  Items on the list represented essential tasks 
as previously identified by job descriptions of career counselors and vocational 
evaluators (see Appendices A and B).  The job descriptions were taken from the career 
counselor position at a large southeastern state university, and from a vocational 
evaluator position at a large southeastern not-for-profit rehabilitation agency.  
Development of the initial survey involved writing short phrases that described job tasks 
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and compared to tasks identified for the U.S. Department of Labor, Employment and 
Training Administration, and listed in O*NET or Dictionary of Occupational Titles (O*NET 
Online, n.d.).  These databases were constructed under sponsorship by the U.S. 
Department of Labor, and updated on an annual basis by persons working in these fields 
or by occupational experts.  For example, because one of the typical components of 
vocational evaluation is standardized assessment, the corresponding job task was 
“administer, score, and interpret psychometric testing.”  The tasks were listed in 
alphabetical order according to the first word in the phrase to randomly assign them to 
the list and avoid ordering effect and accompanied by a 5-point Likert scale that 
described how often the task is performed or relative importance to job performance.  
Perception of both relative importance and frequency of job performance were measured 
since there may be crucial tasks that are not performed often, or there may be frequent 
tasks that are not important to the final outcome.  Van Iddekinge, Tsacoumis, and 
Donsback (2003) found that task “correlations between importance and frequency 
ratings ranged from .38 to .76 with a mean of .53” (page 3).  Opportunity for general 
comments allowed the experts to explain when their preferred answer did not fit the 
Likert scale.  The initial survey also requested demographic information regarding with 
which job title the respondent identifies: gender, race, age, level of education, 
certifications held, and so forth. 
The initial survey (see Appendix I) included open ended questions to solicit 
additional information from the experts, and encouraged them to provide information that 
may be idiosyncratic to their setting and position, or that may reflect essential tasks not 
listed by the principal investigator.  The open-ended questions invited information that 
each respondent thought should be taken into consideration.  For example, “Please 
comment on any other tasks that you believe are important to your job performance.”  
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Typically, for the Delphi method, between just a few up to 50 experts are sought (Colton, 
2002), and Martz (2009) suggested that 15 experts is enough to create a checklist.  By 
looking for professionals who allowed their name and contact information to be listed on 
websites for the national certification organizations, 57 career counseling experts were 
identified, and 58 vocational evaluation experts were identified.  It was determined prior 
to inviting participation that no more than 30 experts per profession would be used to 
create lists of tasks for each job, but that all experts would be asked to comment on the 
resulting list of tasks for each occupation.  That is, all 58 vocational evaluation experts 
would be allowed to comment on the list of tasks agreed upon by the first 30 vocational 
evaluation experts who responded.   
 Once the lists were returned by the experts, they were examined by the principal 
investigator to see which tasks were chosen by most respondents and which tasks 
corresponded to each occupation.  This resulted in a reduction of tasks from the 29 
original statements to 15 for career counselors and 18 for vocational evaluators.  Tasks 
were included in subsequent lists when 66% or more of the experts in that field rated 
them as both frequent (performed at least monthly) and important (or very important).  
This corresponds to a rating of 4 or 5 on the Likert scales.  For example, if a vocational 
evaluation expert rated a task as something he or she performed weekly and as 
important to job performance that task was included.  However, if an expert rated a task 
as something only performed annually, but as very important to the job, it was not 
included on the subsequent list.  The experts from each field identified one additional 
task for each profession, which were included when presenting the tasks to the 
professionals the second time.  Experts in career counseling added the task: “Read 
current research and other literature regarding theoretical and practical issues,” and 
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experts in vocational evaluation added the task: “Perform local labor market survey to 
determine available and growing occupational fields.”  
There was no documentation in the previous literature suggesting that 66% 
agreement is used as a standard threshold.  The principle investigator used 66% as a 
majority, and because the Delphi method uses experts to confirm or deny assumptions, 
experts confirmed the tasks chosen these means.  Based on this analysis, another list of 
tasks was made, this time constructing a separate list for each occupation in alphabetic 
order.  According to Delphi method, this process is repeated if there is no consensus 
within groups to identify essential items.  For the purposes of creating the survey for 
practitioners in this investigation, non consensus was defined by half or more of the 
listed tasks being endorsed by fewer than 66% of the respondents from each 
occupation.  If this had been the case, then the principal investigator would have 
examined and condensed the tasks to present again to the experts.  Nonetheless, it was 
determined that consensus was reached via the first survey to the experts.  The lists for 
each occupation were presented again to the experts, but this time only tasks identified 
for their specific field were presented to them for comment without the Likert scale 
ratings.   
Results from the second survey (see Appendix I for second survey) to the 
experts suggested consensus among experts in each occupation, and were the basis for 
the surveys sent to the practitioners.  Some of the comments from the experts mirrored 
tasks that were already on the list.  For example, one expert suggested the addition of 
“train clients in marketing themselves, branding, networking,” which are specific 
examples of the task “Teach and coach counselees in self-directed job search 
strategies.”  Some of the comments suggested addition of tasks that were not endorsed 
by a majority of experts during the first round.  For example, one expert indicated that 
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the task “giving presentations at professional meetings or conferences” be added, even 
though teaching classes or developing workshops were not endorsed strongly enough 
as defined by the criteria for consensus in this study during the first round of questioning.  
There were two comments from experts in vocational evaluation that resulted in a 
change of verbiage in two tasks, to specify the activity.  “Assign and observe counselees 
at their work stations during simulated job station assignments” was changed to “Assign 
and observe counselees at their work stations during simulated, situational, and/ or 
community based assignments.”  This change reflects more modern jargon than the 
original statement of tasks.  Also, “Conduct the initial interview with assigned counselees 
at the first meeting” was amended with the addition of “to include review of medical 
records and functional limitations.”  Other comments made by the experts are presented 
in the next chapter as qualitative data and clarifying information. 
The resulting surveys, or third surveys (see Appendix I), were sent to as many 
practicing professionals as could be identified within the state of Florida, and they were 
asked to rate each of the tasks on the list specified for their profession according to 
importance and frequency of performance, and asked to provide their own set of 
demographic data.  In order to separate intention from behavior, practitioners were 
asked to rate the lists of tasks that the experts identified.  That is, it might be important to 
separate the persons making the list of tasks from the persons rating the list of tasks so 
that performance behaviors are not influenced or changed (Ogden, 2003).  Professionals 
who received the career counselor list of tasks were currently employed at state of 
Florida university career centers, and professionals who got the vocational evaluator list 
of tasks were listed as vendors who provide vocational evaluation services as funded by 
the state of Florida Department of Education.  Responses were statistically analyzed for 
differences and similarities, as well as demographic description of these two populations, 
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and importance of tasks to performance in relation to each other where there was 
overlap of tasks.  Practitioners were given the opportunity to give open-ended comments 
to clarify their responses, and invited to make any comments they chose at the end of 
the survey.  It was the principal investigator’s intent to provide each respondent the 
opportunity to discuss events or processes perceived to contribute to professional 
knowledge and competence.   
Participants and Setting 
 The criteria used to distinguish experts from the practitioners were that the 
experts had tenure in the field, were nationally certified as professionals, and may work 
in other states besides Florida.  While the practitioners may meet the first two of these 
criteria, tenure and certification were not required to participate in the last set of surveys.  
The only requirement for participation in the survey for the practitioners is that they were 
actively working in Florida work settings previously defined.  Because expert status 
relies on professional certification and because professional certification for both 
occupations was nationally administered, experts were solicited from several states.  
That is, it was assumed that because the experts obtained and maintained the same 
certification, there would be similarities in how they viewed their essential tasks, 
regardless of what state in which they worked.  Professionals who were certified and 
tenured were sought as opposed to distilling tasks from national certification standards 
so that job performance was measured instead of curricula.  That is, this project wished 
to measure what professionals were and are doing in the work place, not what training 
they got.  Certification implies that the experts were classically trained, since certification 
requires a supervised internship to qualify for the examination. 
The initial survey was disseminated to career counselors who maintain NCCC 
certification and who have at least five years’ work experience as a career counselor in a 
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college career center.  The expert vocational evaluators were certified as vocational 
evaluators and had at least five years’ work experience as vocational evaluators in 
community based rehabilitation settings.  Experts were sought through the organizations 
that maintain their professional certifications.   
The sample job descriptions from each profession were consulted and a list of 
tasks was created that included all essential duties from each (see Appendix I, for first 
survey).  All jargon specific to either field was removed from the tasks.  For example, 
“student” or “client” were replaced with “counselee,” and references to referral source 
and work setting were eliminated.  This was done so as not to bias counselors toward or 
away from tasks that might be worded in ways that were familiar or strange to them.  
The O*NET and Dictionary of Occupational Titles were consulted, but did not offer 
additional tasks for these lists.  One task was added by the principal investigator which 
was “Use basic counseling skills to assist counselee to understand and overcome 
personal and social problems.”  
Once the list of essential tasks was compiled for each occupation, a survey 
asking respondents to rate the importance and frequency of these tasks was made 
available to as many practicing Florida professionals in the field as could be identified.  
Career counselors were sought through state of Florida university campuses, and 
vocational evaluators were sought through the list of vendors for the state of Florida 
Department of Education.  The experts were asked not to respond to the second survey 
if they received it by mistake.  The final survey collected the same demographic 
information as the first survey so that the professionals practicing in the field could be 
described and compared to the experts.  Comparison allowed further distinction to be 
made between practicing professionals and experts.   
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The state of Florida was chosen to solicit participants for the practitioner surveys 
because this is a state that has both populations of counselors who work with the state 
Department of Education.  It was hoped that some variables might be controlled by 
surveying professionals in only one state, such as labor market and employer practices.  
Vocational evaluators who are vendors must meet specific criteria related to certification 
or professional registry and perform similar tasks due to contract demands.   
Methodology and Data Collection 
 Experts were identified through contact with the National Board of Certified 
Counselors (NBCC) and the Commission on Rehabilitation Counselor Certification 
(CRCC).  These professional organization websites list persons who voluntarily identify 
themselves as someone who maintains certification in each field.  The surveys were 
made available online through a link to Survey Monkey that was sent via e-mail.  
Telephone calls were made to secure e-mail addresses from the experts when a 
telephone number was available, but not an e-mail address at the website.  Also, some 
experts only listed a personal website and invitation to the survey link was sent to them 
by leaving a message at their website.  
The Delphi method was used to reach consensus between experts on essential 
tasks for each occupation.  This method uses a series of surveys with expert 
respondents to narrow down the topic studied (Jeste, Ardelt, Blazer, Kraemer, Vaillant, & 
Meeks 2010; Nworie, 2011; Ono & Wedemeyer, 1994; Rowe & Wright, 1996).  An initial 
survey is developed by the principal investigator and experts are identified who meet 
specific criteria.  The initial survey is made available to the group of experts and when it 
is completed, examined closely for consensus by the principal investigator.  Tasks are 
examined to see which tasks are most likely to be rated as both important and frequent 
by the experts.  The revised survey, revised according to input by the experts, is sent out 
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again to the same experts, who provide additional information.  In this project, the 
additional information the experts provided was agreement about which tasks are 
essential for performance of that occupation in terms of frequency and relative 
importance.  The experts indicated how often the tasks are performed for each 
occupation and how important the tasks are for successful professional performance.  A 
third or more surveys may be needed to clarify the rankings, but is not required by this 
method.   
The resulting survey for each profession listed all tasks rated “high” or “very high” 
by at least 66% experts for their occupation, and listed in alphabetic order.  In other 
words, any task that was rated as a 4 or 5 on the Likert scale for both frequency and 
importance was included in the list of tasks presented in the second survey.  In the 
second survey, experts were asked if they agreed that the list of tasks is reflective of 
their professions.  They were not given the opportunity to further rate the tasks, but were 
offered space to give whatever feedback they chose.  There were seven career 
counseling experts and six vocational evaluation experts who responded.  Their 
suggestions did not add tasks that were not already presented, and did not reflect any 
new issues.   
In the final set of surveys, a set of practicing professionals were identified to rate 
the importance and frequency of the tasks on each list to their current job.  The tasks for 
each occupation were presented for rating on two Likert scales.  Relative importance 
included these points: very important (1), important (2), neither important or unimportant 
(3), unimportant (4), and not at all important (5).  The choices on the frequency Likert 
scale included at least weekly (1), at least monthly (2), at least quarterly (3), at least 
annually (4), rarely, if ever (5).   
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The next section discusses the data and how it was examined.  Demographic 
data and task statements were examined using descriptive statistics such as means and 
standard deviations via Statistical Package for the Social Sciences (SPSS) software, 
version 19.  Correlations were performed on task data to compare experts, practitioners, 
career counseling professionals, and vocational evaluation professionals.  Additionally, 
MANOVAs were performed to see how the tasks that both occupations shared 
compared with each other under each job title, and between experts and practitioners, 
and how experts compared using the original list of all tasks for both occupations.  
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Chapter Four: 
Findings 
 Chapter 3 explained the justification behind the methodology and design for this 
study.  Delphi method was used to construct two lists of job tasks based on importance 
and frequency in job performance for two kinds of career counselors.  Once these lists 
were complete and presented to the panel of experts for approval, each list was sent to 
a group of actively practicing professionals in the state of Florida.  The practitioners were 
asked to rate the tasks identified by the experts in terms of how they were currently 
performing their jobs.   
Chapter 4 presents the distinctions between jobs, correlations within jobs, and 
differences between experts and practitioners.  Differences and relationships are 
described in statistical terms.  The original list of 29 tasks was reduced to 15 for career 
counselors and 18 for vocational evaluators, with 12 tasks that overlapped professions.  
Comparisons were made between experts and practitioners of each group using the lists 
of tasks unique to that group, between experts using all tasks, and between practitioners 
using the 12 tasks that overlapped these occupations.   
Participants and Setting 
Practitioners were identified via their employment.  Internet search of the Florida 
university system provided names and e-mail addresses for practitioners, or an office e-
mail address for the career centers.  The Florida Department of Education was solicited 
for a list of persons who qualified as vendors to provide vocational evaluation, and this 
list included e-mail addresses for these professionals.  The survey asking practitioners to 
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rate the tasks was administered by Survey Monkey via link sent to them by e-mail.  
Please see Appendix D for the e-mail scripts.  Links to the surveys were e-mailed to the 
experts and the practitioners, with the instructions to respond within the next two weeks.  
A reminder e-mail was sent three days before the due date to improve response rate 
(Dillman, Smyth, & Christian, 2009).  For the follow-up survey meant to gain confirmation 
on the tasks endorsed by the experts, they were given a week to respond and no 
reminders.  E-mails were sent by using a mail merge mechanism so that it was less 
likely for the invitation to be marked as “spam” and discarded by the participant’s e-mail 
system (Dillman et al., 2009).  That is, each expert and each practitioner received a 
separate e-mail with no one else copied, either openly or masked.  A post hoc spam 
analysis of the e-mail invitation using a free analyzer (Contactology, n.d.) revealed the 
message sent to the experts was not likely to be confused for junk e-mail, receiving a 
score of 87 out of 100 where 100 is excellent.  The invitation for the practitioners 
received a score of 100.  Additionally, these e-mails were sent at a time when the 
professionals might be more likely to open them at the beginning of their work day, 
making it more likely that they would complete it before they got involved with something 
else or forgot about it.   
 Questionnaire return information.  There were 11 (19.3%) of the 57 career 
counseling experts for whom an e-mail address could not be acquired, 4 (7.0%) were 
undeliverable, 2 (3.5%) informed that they would refuse to participate, and 2 (3.5%) were 
left a message on their professional website to contact the principal investigator if they 
were interested in participating.  Although this process left 38 (66.7%) potential career 
counseling experts, only 16 (42.0% of the 38) participated in this survey.  Regarding the 
vocational evaluation experts, 4 (6.9%) of the 58 e-mail invitations were undeliverable, 
and 4 (6.9%) informed that they would refuse to participate.  Although this left 50 
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(86.2%) potential vocational evaluation experts, only 13 (26.0% of the 50) participated in 
this study.  Some potential experts responded to invitation saying that they had been out 
of the field too long, or had not been in the field long enough, or did not want to divulge 
their age or ethnicity, or did not get the invitation in time.  Professionals who had worked 
in the field, but not currently, were told that they could take the survey by thinking back 
to their associated work experience to rate the tasks.   
In the second survey, experts were invited to comment whether or not they 
participated in the first survey, and this included 38 potential career counseling experts 
and 50 potential vocational evaluation experts.  Only 7 (18.4%) career counseling 
experts and 6 (12.0%) vocational evaluation experts responded to the second survey.  
One responded to the second invitation by saying he or she had already completed it, 
and one responded by saying that he or she was no longer interested in participating.  
There were two surveys, one for each profession, sent to the practitioners 
identified.  University career centers were invited to respond via 63 individual e-mails, 
with only two of these e-mail addresses being generic for the office.  That is, the majority 
of the e-mail invitations for career counselors were sent to individuals listed on the 
university website.  For vocational evaluator practitioners, there were 78 vendors listed 
by the state.  Practitioners were encouraged to forward the link to the survey to others in 
their office who provided the same service, so that in the case of staff turnover or if only 
one professional was listed on the source where the e-mail addresses were obtained, all 
potential participants were given the opportunity to volunteer.  Results showed that 27 
(42.9% or less) respondents rated the list of tasks for career counselors, and 25 (32.1%) 
respondents rated the list of tasks for vocational evaluators.  Nine practitioners 
responded with automatic replies announcing their absence from the office, and one 
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asked if she could take the survey even though she was not a counselor.  Dillman et al. 
(2009) suggest that for Internet surveys about 25% return or less is expected.   
Sample demographics.  Please reference Table 1 on page 39 for sample 
demographics, and Table 2 on page 40 for a comparison of education between 
practitioners in each profession.  Experts tended to be female (65.5%), White (89.7%), 
and have a Masters degree (75.9%).  Most were working as counselors, but 4 (14.3%) 
were working as professors, 7 (25.0%) either had their own business or were in 
management, and 2 reported unique job titles: human resources specialist and disability 
coordinator.   
Career counseling practitioners tended to be female (68.0%), White (75.0%), and 
have a Masters degree (76.0%).  They cited additional on-the-job training (80.0%), 
professional workshops (68.0%), and college courses (60.0%) to prepare them for 
employment in career counseling, especially in the areas of assessment and testing 
(60.0%) and counseling techniques (56.0%), with only 24.0% citing no additional training 
besides their formal schooling.  Less than half (12/25 or 48.0%) of the respondents 
indicated that they hold professional certifications, and have worked in their current 
position for an average of a little more than six years.   
Less of a percentage of the vocational evaluation practitioners were female 
(55.6%), but most were White (76.9%), have a Masters degree (70.4%), and received 
additional training besides school, such as on-the-job training (92.6%), professional 
workshop (74.1%), and/ or college course (66.7%). That specialized training tended to 
be in assessment and testing (81.5%), counseling techniques (59.3%), labor market 
information (55.6%), and medical terminology (48.1%).  Twenty-one of the 27 (77.8%) 
respondents suggested that they hold professional certifications, and have worked in 
their current position for an average of more than 14 years.   
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Table 1 
 
Demographics 
 
 
Characteristic 
CC 
Expert 
(n = 16) 
VE 
Expert 
(n = 13) 
CC 
Practitioner 
(n = 25) 
VE 
Practitioner 
(n = 27) 
Gender     
Female 62.5% 69.2% 68.0% 55.6% 
Male 37.5% 30.8% 28.0% 44.4% 
Transgender 0 0 4.0% 0 
     
Age     
25 – 30 6.3% 7.7% 16.0% 7.4% 
31 – 40 18.8% 15.3% 24.0% 18.5% 
41 – 50 6.3% 23.1% 32.0% 14.8% 
51 – 60 12.5% 38.5% 24.0% 29.6% 
61 – 70 37.5% 15.3% 0 28.6% 
71 – 80 6.3% 0 0 0 
     
Race     
African American 6.3% 0 4.2% 3.8% 
Asian  0 7.7% 0 11.5% 
Hispanic/ Latino 0 0 8.3% 3.8% 
Native American 0 0 0 3.8% 
White 87.5% 92.3% 75.0% 76.9% 
Mixed  0 0 4.2% 0 
Other 6.3% 0 8.3% 0 
     
Education     
High school 0 0 4.0% 0 
Trade school 0 0 0 0 
Some college 0 0 4.0% 0 
AA/ AS degree 0 0 0 0 
BA/ BS degree 0 7.7% 4.0% 14.8% 
Masters degree 68.8% 84.6% 76.0% 70.4% 
Doctorate degree 25.0% 7.7% 12.0% 14.8% 
Other  6.3% 0 0 0 
Note: CC = career counseling.  VE = vocational evaluation.  Regarding Age, two career 
counseling experts did not respond or gave a range instead of a number.  Additionally, 
one career counseling practitioner claimed to be 109 years old, which is not reflected in 
this table. One career counseling practitioner and one vocational evaluation practitioner 
skipped the question about Race.   
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Table 2 
 
Education of Practitioners 
 
Formal Preparation  
CC 
Practitioners 
(n = 25) 
VE 
Practitioners 
(n = 27) 
Education   
High school 4.0% 0 
Trade school 0 0 
Some college 4.0% 0 
AA/ AS degree 0 0 
BA/ BS degree 4.0% 14.8% 
Masters degree 76.0% 70.4% 
Doctorate degree 12.0% 14.8% 
   
Other Training Specific to Current Job   
College course 60.0% (15) 66.7% (18) 
On the job training 80.0% (20) 92.8% (25) 
Professional workshop 68.0% (17) 74.1% (20) 
None 12.0% (3) 0 
Other 24.0% (6) 11.1% (3) 
   
Emphasis of Specific Training   
Assessment and testing 60.0% (15) 81.5% (22) 
Counseling techniques 56% (14) 59.3% (16) 
Labor market information 32.0% (8) 55.6% (15) 
Medical terminology 0 48.1% (13) 
None 24.0% (6) 14.8% (4) 
Other 12.0% (3) 14.8% (4) 
   
Length of Specific Training   
One week or less 16.0%  11.1% 
Two to six weeks 0 7.4% 
Two to three months 16.0% 0 
Four to six months 16.0% 7.4% 
Ongoing training 16.0% 55.6% 
None 28.0% 11.1% 
Other 8.0% 7.4% 
 Note: CC = career counseling.  VE = vocational evaluation.  For the items asking about 
type and length of specific training besides traditional classroom options, respondents 
were allowed to choose as many answers for each category as applied to their personal 
situation, and the actual number of respondents is reflected in parentheses.   
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Data Analysis  
Each answer on the Likert scale was assigned a numeric value, so as to allow 
further study of the responses with SPSS software.  Among other things, this software 
allows statistical comparisons between the tasks and between the occupations.  For 
example, correlations were performed to determine how likely it is for one task to appear 
with another task in the same occupation.  SPSS manipulations allow determination of 
the importance of the tasks to job performance in each occupation.  The tasks were 
examined for any differences between one job and the other, and between experts and 
practitioners.  An alpha level of .05 was used for all statistical tests.   
Information volunteered in response to open-ended questions was examined for 
clarifications of the listed tasks and for additional tasks missing from the initial survey.  
These comments may lend some insight to the data analysis results as well as expert 
and practitioner perception of the study and their careers.   
Strategic Post Hoc Analysis 
Regarding the survey administered to the experts, post hoc tests were not 
performed by SPSS software for any of the MANOVAs performed because there were 
only two groups being compared.  Although Wilks’ Lambda is the most commonly used 
test of assumptions for MANOVA, Pillai’s Trace is also reported here because it is a 
more conservative test.  Due to the task overlap between these similar occupations, 
differences between groups may have been underestimated.  In either case, there was 
not a statistically significant difference in task rating between professional groups.  That 
is, the groups appear to be well separated. 
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Table 3 
Tests of MANOVA Assumptions for the Survey Administered to Experts 
 
Test 
 
Value 
 
F 
 
Significance 
Partial Eta 
Squared 
Observed 
Power 
Wilks’ Lambda .118 .357 .891 .882 .058 
Pillai’s Trace .882 .357 .891 .882 .058 
 
 The MANOVA results were used to tell which tasks interacted with the titles, and 
the means comparison tables in Appendix E were used to see which title was more likely 
to endorse that task.   The Box’s test results were not statistically significant, meaning 
that the assumption of homogeneity was violated, thus making the MANOVA results 
questionable. 
Table 4 
Box’s Tests of Equality of Covariance Matrices for Frequency and Importance of Tasks 
as Rated by Practitioners 
Statistic Frequency Importance 
Box’s M 318.805 219.755 
F 2.922 1.915 
df1 78 78 
df2 6293.072 4769.153 
Significance .000 .000 
Note: Tests of the null hypothesis that the observed covariance matrices of the 
dependent variables are equal across groups.   
 
Descriptive Statistics 
 Task means and standard deviations for career counseling experts and 
practitioners are illustrated in Table 5, page 50 and for vocational evaluation experts and 
practitioners are in Table 6, page 51.  Regarding the tasks endorsed by experts, 
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vocational evaluation experts chose seven tasks that were not in the vocational 
evaluator job description, and career counseling experts also chose these tasks.  Career 
counseling experts also chose six tasks that were not in the career counseling job 
description, including one that was not favored by vocational evaluation experts: assure 
case notes and case records are maintained.  Additional tables depicting mean 
differences are located in Appendix E.  
 Career counselors.  For the most part, career counseling practitioners rate 
tasks as less important than experts, except for providing administrative support for the 
program, which was rated as more important, when comparing the means for each task 
for both groups.  There was significant variability in the practitioner ratings for 
determining (SD = 1.14) and interpreting assessments (SD = 1.15), assisting in career 
decision making (SD = 1.20), making referrals (SD = 1.06), making vocational 
recommendations (SD = 1.09), and performing transferable skills analysis (SD = 1.02) 
as evidenced by larger standard deviation equal to or more than at least one point on the 
Likert scale.  The experts also showed significant variability in ratings for making 
vocational recommendations (SD = 1.25), performing transferable skills analysis (SD = 
1.03), and providing administrative support to the program (SD = 1.30).   
 Vocational evaluators.  There was less difference between vocational 
evaluation practitioners and experts than there was within these groups for every task 
rated.  Although the difference was not a Likert scale increment, practitioners are less 
likely to rate situational assessment as important (difference in means = -0.71) and less 
likely to rate basic counseling skills as important (difference in means = -0.82) when 
compared to experts.  Practitioners generally rate tasks as less important than experts, 
except for conducting the initial interview and reviewing medical documents, and 
teaching counselees how to use library and online resources for employment 
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opportunities.  There was significant variability in the practitioner ratings for observing 
situational assessments (SD = 1.15), conducting individual and group counseling (SD = 
1.37), and using basic counseling skills (SD = 1.11) as evidenced by larger standard 
deviation equal to or more than at least one point on the Likert scale.  The experts also 
showed significant variability in ratings for conducting the initial interview and reviewing 
medical documents (SD = 1.01) and teaching counselees to use library and online 
resources (SD = 1.36). 
 Tasks common to career counselors and vocational evaluators.  There were 
12 tasks identified from the original list of 29 tasks that were endorsed by both career 
counselors and vocational evaluators.  When this list was compared using the mean 
ratings from both groups, it is obvious that there is more variability in practitioner ratings 
than in expert ratings.  The most significant difference was between practitioners in both 
professions rating importance of making vocational recommendations (difference in 
means = 1.17), and frequency of interpreting assessments (difference in means = 1.06), 
frequency of making vocational recommendations (difference in means = 1.66), 
frequency of performing transferable skills analysis (difference in means = 1.58), and 
frequency of teaching self directed job search strategies (difference in means = 1.20).  
Additionally, it was career counseling practitioners who rated importance and frequency 
of these tasks as less than vocational evaluation practitioners.   
 Regarding importance of tasks, vocational evaluation experts and practitioners 
rated the following tasks as more important than did career counselors: analyze career 
assessments, assist in career decision making, complete case notes, determine 
appropriate assessments, make referrals, make vocational recommendations, and 
perform transferable skills analysis.  Career counseling experts and practitioners rated 
these tasks as more important than did vocational evaluators: conduct individual and 
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group sessions, teach library and online resources, teach self directed job search 
strategies, and use basic counseling skills.  Both sets of practitioners rated conducting 
the initial interview as less important than did the experts.  
 Regarding frequency of tasks, there were more significant differences in 
frequency ratings than in the importance of task ratings.  Both populations of 
practitioners rated completing case notes and conducting initial interview as less 
frequently performed than experts.  Both populations of experts rated teaching library 
and online resources, teaching self directed job search strategies, and using basic 
counseling skills as less frequent than practitioners.  Career counselors, whether expert 
or practitioner, rated these tasks as less frequently performed than vocational 
evaluators: interpret assessments, assist in career decision making, determine 
appropriate assessments, make referrals, make vocational recommendations, and 
perform transferable skills analysis.  Experts in career counseling rated completing case 
notes and conducting the initial interview as more frequent than experts in vocational 
evaluation. Career counseling practitioners rated these tasks as more frequently 
performed than vocational evaluation practitioners: teach use of library and online 
resources, teach self directed job search, and use basic skills counseling. All career 
counselors, whether expert or practitioner, rated conducting individual and group 
counseling sessions as more frequent than vocational evaluators.   
Correlations 
 Only strong positive correlations of .8 or more or any significant negative 
correlations were reported.  As noted before, relative importance and frequency of task 
performance is only correlated at about .6, so stronger correlations might be viewed as 
more indicative of essential duties.  Moreover, we are looking at job tasks in similar jobs  
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so there should be a certain amount of correlation.  Please see Appendix F for additional 
tables of correlations that are not presented in the narrative.  
Table 5 
 
Career Counseling Practitioner vs. Expert Ratings Regarding Importance of Task 
(standard deviation) 
 
 
Task 
Practitioner 
Mean (SD) 
Expert  
Mean (SD) 
 
Difference 
Analyze and interpret career assessment 
results and incorporate in sessions 
4.0909 
(1.15095) 
4.6364 
(.67420) 
-0.5455 
 
Assist and guide counselees through 
occupational exploration  
4.2727 
(1.20245) 
4.8182 
(.40452) 
-0.5455 
Assure case notes and case records are 
maintained 
4.3333 
(.79582) 
4.9091 
(.30151) 
-0.5758 
Conduct individual and group counseling 
sessions to help with career decision 
4.4091 
(.95912) 
4.7273 
(.64667) 
-0.3182 
Conduct the initial interview with assigned 
counselees at the first meeting  
4.4091 
(.90812) 
4.7273 
(.64667) 
-0.3182 
Determine appropriate assessments and 
interventions required to assist counselees 
4.2609 
(1.13688) 
4.8182 
(.40452) 
-0.5573 
Engage counselees in use of library and 
online resources  
4.4545 
(.91168) 
4.4545 
(.52223) 
0 
Make referral to community based services 
 
3.7143 
(1.05560) 
4.4545 
(.98165) 
-0.4675 
 
Make vocational recommendations based 
on labor market statistics and test results  
3.6364 
(1.093151) 
4.1818 
(1.25045) 
-0.5454 
Perform transferable skills analysis based 
on tested aptitudes or work history 
4.0435 
(1.09307) 
4.3636 
(1.02691) 
-0.3201 
Provide other counseling and administrative 
support as required  
4.3636 
(.90214) 
4.0909 
(1.30035) 
.2727 
Provide resume/cover letter critiques and 
interview skills training 
4.3636 
(.95346) 
4.6364 
(.50452) 
-0.2728 
Read current research and other literature 
regarding theoretical and practical issues 
4.3182 
(.64633) 
  
Teach and coach counselees in self 
directed job search strategies 
4.4091 
(.65407) 
4.5455 
(.68755) 
-0.1364 
Use basic counseling skills to assist 
counselee to understand problems 
4.3182 
(.94548) 
4.8182 
(.40452) 
-0.5000 
Note: There were 16 career counseling experts and 25 career counseling practitioners.  
The task “Read current research and other literature regarding theoretical and practical 
issues” was suggested by experts and not rated by experts.   
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Table 6 
 
Vocational Evaluation Practitioner vs. Expert Ratings Regarding Importance of Task 
(standard deviation) 
 
 
Task 
Practitioner 
Mean (SD) 
Expert  
Mean (SD) 
 
Difference 
Administer, score, and interpret 
psychometric testing 
4.5760 
(.09213) 
4.8889 
(.33333) 
-0.3120 
Administer, score, and interpret work 
sample instruments 
4.4615 
(.09469) 
4.7778 
(.66667) 
-0.3163 
Analyze and interpret career assessment 
results and incorporate in sessions 
4.6538 
(.74524) 
4.8889 
(.33333) 
-0.2351 
Assign and observe counselees at their 
work stations during job assignments 
3.9615 
(1.14824) 
4.6667 
(.70711) 
-0.7052 
Assist and guide counselees through 
occupational exploration  
4.7308 
(.53349) 
4.8889 
(.33333) 
-0.1581 
Assure case notes and case records are 
maintained 
4.5000 
(.98995) 
5.0000 
(0) 
-0.5000 
Conduct individual and group counseling 
sessions to help with career decision 
3.9615 
(1.37057) 
4.3333 
(.86603) 
-0.3718 
Conduct the initial interview with assigned 
counselees at first meeting 
4.7308 
(.82741) 
4.5556 
(1.01379) 
.1752 
Determine appropriate assessments and 
interventions required to assist counselees  
4.8946 
(.32581) 
4.8889 
(.33333) 
-0.0043 
Engage counselees in use of library and on-
line resources  
4.0800 
(.95394) 
3.8889 
(1.36423) 
.1911 
Make referral to community-based services 4.1200 
(.88129) 
4.4444 
(.52705) 
-0.3244 
Make vocational recommendations based 
on labor market statistics and test results  
4.8077 
(.49147) 
4.8889 
(.33333) 
-0.0812 
Perform local labor market survey to 
determine occupational fields 
4.4615 
(.76057) 
  
Perform transferable skills analysis based 
on tested aptitudes or work history 
4.6154 
(.69725) 
4.6667 
(.70711) 
-0.0513 
Prepare a written final summary on each 
counselee’s program 
4.6923 
(.67937) 
4.7778 
(.44096) 
-0.0855) 
Schedule and conduct exit interviews with 
counselee, and may others 
4.1538 
(.96715) 
4.3333 
(.70711) 
-0.1795 
Teach and coach counselees in self-
directed job search strategies 
4.1154 
(.76561) 
4.4444 
(.72648) 
-0.3290 
Use basic counseling skills to assist 
counselee to understand problems 
3.9615 
(1.11286) 
4.7778 
(.44096) 
-0.8163 
Note: There were 13 vocational evaluation experts and 27 vocational evaluation 
practitioners.  The task “Perform local labor market survey to determine occupational 
fields” was suggested by experts and not rated by experts.   
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 Career counselors.  Regarding frequency of task performance as rated by 
career counseling practitioners, engaging counselees in the use of library and online 
resources was positively correlated with assisting with occupational exploration and 
decision making, r(23) = .90, p < .001, assuring case notes and case records are 
maintained, r(23) = 88, p < .001, conducting sessions, r(23) = .89, p < .001, conducting 
initial interview, r(23) = .97, p < .001, and determining appropriate interventions, r(23) = 
.84, p < .001.  Assisting with occupational exploration and decision making was 
positively correlated with conducting sessions, r(23) = .87, p < .001, conducting the initial 
interview, r(23) = .97, p < .001, determining appropriate interventions, r(23) = .83, p < 
.001, and engaging counselees in the use of library and online resources, r(23) = .90, p 
< .001.  Conducting sessions and conducting the initial interview were positively 
correlated with either other, r(23) = .91, p < .001, as well as assisting with occupational 
exploration and decision making, and engaging the counselee in the use of library and 
online resources, as mentioned above.  Determining appropriate interventions was 
positively correlated with analyzing assessment results, r(23) = .90, p < .001, conducting 
the initial interview, r(23) = .87, p < .001, as well as engaging the counselee in the use of 
library and online resources.  Providing critique of resume and cover letter skills was 
positively correlated with teaching self-directed job search strategies, r(23) = .97, p < 
.001.  
 Regarding importance of task performance to the job as rated by career 
counseling practitioners, assisting with occupational exploration and decision making 
was positively correlated with conducting sessions, r(23) = .82, p < .001, conducting 
initial interview, r(23) = .92, p < .001, determining appropriate interventions, r(23) = .88, p 
< .001, and engaging counselees in the use of library and online resources, r(23) = .84, 
p < .001.  Conducting sessions is positively correlated with conducting the initial 
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interview, r(23) = .89, p < .001, determining appropriate interventions, r(23) = .95, p < 
.001, and engaging counselees in the use of library and online resources, r(23) = .92, p 
< .001, as well as assisting with occupational exploration and decision making.  
Conducting the initial interview was positively correlated with determining appropriate 
interventions, r(23) = .89, p < .001, and engaging the counselee in the use of library and 
online services, r(23) = .86, p < .001, as well as assisting with occupational exploration 
and decision making and conducting individual and group sessions.  Determining 
appropriate interventions was positively correlated with engaging counselees in the use 
of library and online resources, r(23) = .92, p < .001, as well as assisting with 
occupational exploration and decision making, conducting individual and group sessions, 
and conducting the initial interview.  Providing resume critiques and teaching interview 
skills was positively correlated with teaching counselees self-directed job search 
strategies, r(23) = .86, p < .001.  
 Correlations between career counseling experts and practitioners suggested no 
strong or significant relationships between the task ratings for either frequency or 
importance.   
 Vocational evaluators.  Regarding frequency of task performance as rated by 
vocational evaluation practitioners, assisting with occupational exploration and decision 
making was positively correlated with making vocational recommendations, r(25) = .86, p 
< .001.  Conducting the initial interview was positively correlated with preparing a written 
summary, r(25) = .95, p < .001. Assigning and observing simulated work assignments 
was negatively correlated with interpreting work sample results, r(25) = -.42, p = .034, 
and engaging counselees in the use of library and online resources , r(25) = -.53, p = 
.006. Making referral to community-based resources was negatively correlated with 
performing local labor market survey, r(25) = -.40, p = .043.   
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 Regarding importance of task performance as rated by vocational evaluation 
practitioners, conducting the initial interview was positively correlated with preparing a 
final summary, r(25) = .84, p < .001.  Assigning and observing situational job 
assignments was negatively correlated with engaging counselees in the use of library 
and online resources, r(25) = -.41, p = .041, teaching self-directed job search strategies, 
r(25) = -.40, p = .041, and using basic counseling skills, r(25) = -.41, p = .038).  Other 
negative relationships between frequency and importance of task performance were 
found in the ratings made by vocational evaluation practitioners, but these differences 
were not as strong or significant. 
 There was only one strong and significant correlation between vocational 
evaluation experts and practitioners.  Frequency of administering and interpreting 
psychometric test results was positively related between these groups, r(1, 34) = .88, p < 
.001.  
 Experts.  Regarding frequency of task performance as rated by experts of both 
career counseling and vocational evaluation, make referral to community-based services 
was the only task rated as having a strong and significant correlation, r(1, 23) = .81, p = 
.003.  There were no importance ratings that correlated strongly between experts (see 
Table 7, page 55).  
 Practitioners.  Regarding importance of task performance as rated by 
practitioners of both career counseling and vocational evaluation, there are no tasks that 
correlate between the 2 professions. Correlations were found between the jobs, but they 
did not involve the same task for each job.  For example, teaching self-directed job 
search in career counseling had a medium positive correlation with vocational evaluation 
tasks of conducting the initial interview, r(50) = .62, p = .003, and making referral to 
community resources, r(50) = .63, p = 002, and negative correlations with assuring case 
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notes and case records are maintained, r(50) = -.43, p = . 046, conducting individual and 
group sessions, r(50) = -.52, p = .012, determining appropriate interventions, r(50) = -
.49, p = .020, engaging counselees in the use of library and online resources, r(50) = -
.46, p = .031, and performing transferable skills analysis, r(50) = -.55, p = .010.  Results 
were similar for importance of task to performance ratings (see Table 8, page 57).  
Table 7 
 
Correlations of Frequency and Importance of All Tasks Rated by Career Counseling and 
Vocational Evaluation Experts (p values) 
 
 
Task 
 
 
Frequency 
 
Importance 
Administer, score, and interpret psychometric 
testing 
.133 
(.698) 
-.201 
(.578) 
Administer, score, and interpret work sample 
instruments 
.342 
(.303) 
.471 
(.169) 
Analyze and interpret career assessment results 
and incorporate in sessions 
-.395 
(.259) 
a 
Assign and observe counselees at their work 
stations during simulated job station assignments 
.041 
(.904) 
-.488 
(.152) 
Assist and guide counselees through occupational 
exploration  
-.254 
(.451) 
-.167 
(.645) 
Assist with  and/ or coordinate logistical and 
administrative details for special career events 
-.160 
(.639) 
-.186 
(.825) 
Assure case notes and case records are 
maintained 
.141 
(.679) 
-.145 
(.688) 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
-.128 
(.069) 
-.424 
(.222) 
Conduct the initial interview with assigned 
counselees at first meeting 
-.179 
(.599) 
-.156 
(.667) 
Conduct planned programs for outreach to 
potential counselees and others  
-.381 
(.248) 
-.469 
(.171) 
Determine appropriate assessments and 
interventions required to assist counselees 
-.140 
(.682) 
-.167 
(.645) 
Develop and conduct career and job search 
workshops 
-.092 
(.787) 
-.218 
(.546) 
Develop and maintain partnerships with employers 
to develop opportunities for counselees 
-.470 
(.144) 
.020 
(.957) 
Engage counselees in use of library and online 
resources for employment opportunities 
.248 
(.463) 
-.267 
(.455) 
Keep daily attendance and ensure counselee data 
is submitted for management reporting 
-.568 
(.068) 
-.295 
(.408) 
Make referral to community-based services .806 * 
(.003) 
.542 
(.106) 
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Table 7 (continued) 
 
 
Task 
 
 
Frequency 
 
Importance 
Make vocational recommendations based on labor 
market statistics and test results  
a -.214 
(.554) 
Market recruitment services and develop 
partnerships with employers  
.086 
(.801) 
.109 
(.765) 
May supervise and direct work projects of student 
assistants or interns 
.465 
(.150) 
-.378 
(.271) 
May teach classes -.280 
(.405) 
-.543 
(.131) 
Perform transferable skills analysis based on 
tested aptitudes or work history 
.068 
(.853) 
.254 
(.479) 
Prepare a final written summary on each 
counselee’s program 
-.113 
(.740) 
.093 
(.799) 
Promote program recruitment services and engage 
counselees in participating in program events 
-.169 
(.620) 
.000 
(1.00) 
Provide job searching assistance to counselees 
and connect them with local employers 
.238 
(.481) 
-.108 
(.767) 
Provide other counseling and administrative 
support as required  
.462 
(.153) 
.000 
(1.00) 
Provide resume/ cover letter critiques and interview 
skills training 
.456 
(.158) 
-.106 
(.770) 
Schedule and conduct exit interviews with 
counselee, and may include others 
-.529 
(.094) 
-.376 
(.285) 
Teach and coach counselees in self-directed job 
search strategies 
.476 
(.139) 
-.225 
(.523) 
Use basic counseling skills to assist counselee to 
understand problems 
.156 
(.647) 
-.234 
(.515) 
Note: a = cannot be computed because one of the variables is constant.  There were 16 
career counseling experts and 13 vocational evaluation experts.   
 
MANOVAs 
 Multiple analyses of variance (MANOVAs) demonstrate significant differences 
between groups based on the mean ratings for tasks associated with the field.  Because 
there were only two groups examined at once, reference can be made to Appendix E to 
see which group is more likely to endorse the task.  Results are presented here for 
illustration, not because they are statistically meaningful (see Table 9, page 59).  Please 
see Appendix G for MANOVA tables not presented in the narrative.   
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Table 8 
 
Correlations of Frequency and Importance of Tasks Common to Career Counselors and 
Vocational Evaluators as Rated by Practitioners (p values) 
 
 
Task 
 
 
Frequency 
 
Importance 
Analyze and interpret career assessment results 
and incorporate in sessions 
-.057 
(.799) 
-.085 
(.714) 
Assist and guide counselees through occupational 
exploration  
-.180 
(.422) 
-.091 
(.695) 
Assure case notes and case records are 
maintained 
-.127 
(.572) 
.048 
(.841) 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
.223 
(.319) 
.044 
(.851) 
Conduct the initial interview with assigned 
counselees at first meeting 
.234 
(.294) 
.380 
(.089) 
Determine appropriate assessments and 
interventions required to assist counselees 
-.252 
(.259) 
-.196 
(.381) 
Engage counselees in use of library and online 
resources for researching opportunities 
-.018 
(.937) 
-.067 
(.773) 
Make referral to community-based services .386 
(.084) 
.259 
(.270) 
Make vocational recommendations based on labor 
market statistics and test results 
-.305 
(.178) 
-.247 
(.279) 
Perform transferable skills analysis based on 
tested aptitudes or work history 
-.211 
(.358) 
.076 
(.737) 
Teach and coach counselees in self-directed job 
search strategies 
-.242 
(.290) 
-.450 * 
(.041) 
Use basic counseling skills to assist counselees to 
understand problems 
.116 
(.615) 
.235 
(.293) 
Note: There were 25 career counseling practitioners and 27 vocational evaluation 
practitioners.  
 
 Practitioners.  Regarding importance of tasks to job performance, the interaction 
effect was significant in these tasks: determine appropriate assessments and 
interventions, F(1, 42) = 4.31, p = .044, and make vocational recommendations based 
on documentation, F(1, 42) = 23.61, p < .001.  Regarding frequency of tasks to job 
performance, there was significant interaction for these tasks: interpret assessments, 
F(1, 46) = 7.05, p = .011, make vocational recommendations, F(1, 46) = 25.89, p < .001, 
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perform transferable skills analysis, F(1, 46) = 16.55, p < .001, and teach self-directed 
job search strategies, F(1, 46) = 8.45, p = .006.   
 Experts.  Regarding importance of tasks to job performance, there was 
significant interaction for these tasks: interpret work sample results, F(1, 18) = 12.58, p = 
.002, observe simulated job station assignments, F(1, 18) = 12.80, p = .002, perform 
program outreach, F(1, 18) = 4.53, p = .047, teach workshops, prepare final summary, 
F(1, 18) = 9.42, p = .007, and provide resume critique, F(1, 18) = 2.95, p = .005.  
Regarding frequency of tasks in job performance, there was significant interaction for 
these tasks: interpret psychometric, F(1, 21) = 11.14, p = .003, and work sample 
assessments, F(1, 21) = 11.87, p = .002, observe simulated job station assignments, 
F(1, 21) = 13.84, p = .001, make vocational recommendations, F(1, 21) = 8.04, p = .010, 
prepare final summaries, F(1, 21) = 10.63, p = .004, and provide exit staffing, F(1, 21) = 
4.50, p = .036.   
Qualitative Findings and General Comments from Participants 
 Several experts and practitioners responded to the e-mail invitation by stating 
their interest in this project, and asking for a copy of the results once it was completed.  
The survey to the experts included the question, “What did you think you would gain by 
volunteering for this survey?”  This question was meant to measure social exchange and 
the attractiveness of the survey topic to persons who were working in the field (Dillman 
et al., 2009).  In part, it was hoped that the survey would be attractive enough to secure 
experts who would respond to subsequent questioning via Delphi method, and since 
only practitioners in one state were identified as potential participants, it was hoped that 
the topic might entice most of them to reply.  There were 15 responses to this question.  
More than half of the responses (8/15) alluded to wanting to help a doctoral student, and 
an additional third (5/15) wished to contribute to their profession.   
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Table 9 
 
Between-Subjects Effects from MANOVA Analysis of the Frequency and Importance of 
Tasks Common to Career Counselors and Vocational Evaluators as Rated by 
Practitioners  
 
 
Frequency of Task 
 
Mean 
Square 
 
F 
 
p 
Analyze and interpret career assessment results 
and incorporate in sessions 
10.699 7.053 .011 * 
Assist and guide counselees through occupational 
exploration  
2.240 1.575 .216 
Assure case notes and case records are maintained 3.683 3.250 .078 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
6.425 2.667 .109 
Conduct the initial interview with assigned 
counselees at first meeting 
.841 .532 .470 
Determine appropriate assessments and 
interventions required to assist counselees 
3.278 2.218 .143 
Engage counselees in use of library and online 
resources for researching opportunities 
4.668 2.431 .126 
Make referral to community-based services 
 
3.966 1.934 .171 
Make vocational recommendations based on labor 
market statistics and test results 
33.009 25.886 .000 * 
Perform transferable skills analysis based on tested 
aptitudes or work history 
29.633 16.554 .000 * 
Teach and coach counselees in self-directed job 
search strategies 
17.140 8.447 .006 * 
Use basic counseling skills to assist counselees to 
understand problems 
1.078 .455 .503 
Analyze and interpret career assessment results 
and incorporate in sessions 
3.087 3.278 .077 
Assist and guide counselees through occupational 
exploration  
.885 1.595 .214 
Assure case notes and case records are maintained 
 
.248 .301 .586 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
1.914 1.283 .264 
Conduct the initial interview with assigned 
counselees at first meeting 
1.240 1.670 .203 
Determine appropriate assessments and 
interventions required to assist counselees 
1.784 4.308 .044 * 
Engage counselees in use of library and online 
resources for researching opportunities 
1.673 1.921 .173 
Make referral to community-based services 
 
3.160 3.561 .066 
Make vocational recommendations based on labor 
market statistics and test results 
16.096 23.611 .000 * 
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Table 9 (continued) 
 
 
Importance of Task 
 
 
Mean 
Square 
 
F 
 
p 
Perform transferable skills analysis based on tested 
aptitudes or work history 
2.642 3.994 .052 
Teach and coach counselees in self-directed job 
search strategies 
.736 1.189 .282 
Use basic counseling skills to assist counselees to 
understand problems 
.600 .664 .420 
Note: The independent variables are the professions, and the dependent variables are 
the tasks ratings.  The null hypothesis is that there is no statistically significant difference 
in task ratings between these two counseling professions.  There were 25 career 
counseling practitioners and 27 vocational evaluation practitioners.   
 
 
 One vocational evaluation expert commented that he or she worked as part of a 
team in a rehabilitation department, where personnel had separate tasks, such as job 
seeking skills training and employer contact, but that all members of the team had to 
understand each others’ functions.  Another respondent said that depending on the 
agency he or she worked for as an evaluator, his or her job responsibilities were 
different.  For example, one job required test administration and labor market analysis, 
and the other required job seeking skills and facilitation of groups, but both were 
considered to be vocational evaluation.  Other comments from vocational evaluation 
experts confirmed division of duties, especially between testing and job seeking.  
Another respondent suggested that the traditional profession of vocational evaluator was 
obsolete and that in his or her local area the assumption was that anyone could 
administer tests and make conclusions.  Lastly, another respondent said that although 
some of the tasks might be required by the job, there might not typically be time to 
accomplish those tasks. 
 The career counseling experts also mentioned a division of duties, with 
interpretation of test results as more common to their job than test administration or 
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scoring.  Additionally, one respondent suggested more responsibility for job seeking 
skills training as opposed to assessment and career planning.  Career counseling 
experts, too, expressed the thought that a professional’s tasks may differ depending on 
the setting where he or she works, and that this survey appeared to be worded to 
capture perceptions of university career center or private practice counselors.   
 Practitioners in vocational evaluation acknowledge that training for the profession 
is an ongoing process, and sometimes in response to maintaining professional 
certifications.  Additional tasks and skills were identified as time management, 
organizational skills, team coordination, court appearance, networking, understand the 
scope of vocational rehabilitation, understand and make use of accommodations, but not 
to implement a plan of action.  It is the vocational evaluator’s responsibility to 
recommend suitable services, but not to carry them out or ensure they are provided to 
the consumer.  Other comments included the feeling that Florida allows someone with 
no skills to function as a vocational evaluator, or to perform in that capacity without 
delivering all the associated services.  Similar to experts, vocational evaluation 
practitioners also commented on a difference in tasks due to work setting or funding 
source. 
 Career counseling practitioners mentioned some of the tasks that the experts did 
not reach consensus on, such as facilitate workshops, teach class, supervise interns, 
assist with program budget, consult with other departments, and coordinate program 
events and presentations. One career counseling practitioner suggested that no blue 
collar positions were discussed as options with his or her counselees since he or she 
was working in a university setting.   
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Summary 
Chapter 4 addresses the research questions.  Multiple comparisons were made 
between and within task ratings for two counseling professions, and between and within 
task ratings for experts and practitioners.  MANOVA and correlational analysis determine 
which tasks are more likely to be rated by what occupation, what tasks tend to appear 
together, and how the occupations compare.  Multiple comparisons were made.  Tasks 
were investigated for mean differences within and between occupations.  Where 
differences in means were found may reflect factors that define each of the occupations.   
In the next section, discussion highlights what the results mean, how this study is 
limited, and what the implications are implied for education, training, and both 
professions.  Differences point to training needs.  Professional standards for 
competencies are reviewed.  
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Chapter Five: 
Discussion 
The purpose of this study is to identify and compare the essential tasks of career 
counselors in college career centers and of vocational evaluators in rehabilitation 
agencies funded by the state government.  Analysis of data collected from experts and 
practitioners in these fields was statistically examined to answer the research questions.   
1. What the difference between job tasks for vocational evaluators and career 
counselors?   
2. What differences exist in these two jobs that warrant specialized training?   
3. What specialized training is necessary within the career counseling field, 
depending on the population served or the work setting?   
4. What tasks do these professionals regard as most important to job performance? 
Comparison between these tasks indicates what, if any, specialized training is 
necessary for either setting.   
Discussion 
 Although the MANOVA tests were not meaningful due to violation of 
assumptions, differences were found that indicate career counseling and vocational 
evaluation are not the same job.  In fact, the same task may mean different activities for 
each profession.  Further clarification of these activities may decrease the number and 
strength of correlations and provide a better estimate of the differences between 
occupations.  It makes sense that there are many positive correlations between jobs 
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since they both involve career counseling.  Nonetheless, are the strong correlations 
between tasks within professions reflective of duties as opposed to tasks?   
All negative correlations within jobs are interesting because these are job tasks, 
groups of activities that are performed in the same occupation, and it is expected that 
they would correlate positively with each other.  There were many positive correlations 
when looking at ratings made by career counselors, but there were several negative 
correlations shown in the ratings of vocational evaluators.  In some cases, these 
negative correlations may reflect tasks that are important to the job, but not performed 
frequently, or tasks that are not important to the completion of each other.  For example, 
using basic counseling skills was negatively related to observing clients at work stations.  
But it may also be possible that there are two or more types of vocational evaluation.  
That is, counselees may be referred for different reasons and different assessments may 
be performed to get the desired answers.  Different vocational evaluation services are 
indicated by state of Florida authorization forms that request specific services and ask 
specific questions.  The state Department of Education can refer to not-for-profit vendors 
to provide comprehensive vocational evaluation, which is primarily psychometric and 
work sample testing, or to provide community-based situational assessment, which is a 
job trial observed at a local employer.  Although there is an array of services offered by 
career centers at universities, such as job fairs and workshops, the counselees are most 
often interested in finding a job match or seeking employment.   
 There was greater variability in practitioner ratings than in expert ratings, as 
evidenced by larger standard deviations in group task means.  This finding also points to 
the possibility of differences in job requirements.  It may be that experts have a clearer 
picture of what tasks are essential to counseling job seekers than practitioners do, and 
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agree as a group how important and how frequent those tasks are.  Practitioners may be 
making ratings according to a unique job setting.  
 At the same time, practitioner ratings between groups were more often positively 
related than expert ratings.  Experts may perceive a difference in the professions, while 
practitioners see more similarities between career counseling and vocational evaluation.  
This is interesting in light of the different theories taught to each of these professional 
groups, and different settings surveyed in this study.  Did the experts recognize the job 
tasks from the job descriptions, even though attempts were made to neutralize jargon?  
In their general comments, the experts suggested that essential tasks differ depending 
on the demands of the employer or funding source.  This may be reflected in the high 
standard deviations of the tasks rated by practitioners. 
 What does it mean that the practitioners rate the tasks as less important than the 
experts, as a general rule?  Perhaps the experience the experts have leads them to 
understand what parts of their jobs get results, and therefore relate to successful job 
performance.  It might be that the experts have more experience at different jobs in the 
field, and can see what tasks are typically asked for across jobs, making them more 
important overall. The tasks added by the experts were not endorsed by the 
practitioners, suggesting that these activities have been added to the experts’ repertoire 
over time.  On the other hand, the practitioners did rate self-directed activities and basic 
counseling skills as more frequently performed than the experts.  Has the job changed 
since the experts were trained to emphasize these tasks and deemphasize others? 
 As noted, task responsibility can change over time due to changes in work 
setting and environment, i.e. accreditation standards, audit results.  Changes in politics 
and policies can alter what activities get funded and therefore prioritized.  Changes in 
the populations served may occur, such as working with a larger proportion of veterans 
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served after return from war.  Changes in labor market may include closing of factories, 
which impacts career planning and subsequently skills development.  Changes in 
technology may also affect task performance.  For example, with the rise of personal 
computers for most office workers and computerized assessment, counselors spend 
more time working on the computer.  Additionally, tasks may also be affected by task 
emphasis (Rotundo, Sackett, Enns, & Mann, 2012), changes in leadership (Salmela, 
Eriksson, & Fagerstrom, 2012), and so forth.  
 Experts.  The first survey found that career counseling experts differed from 
vocational evaluation experts because they were not as likely to endorse frequency of 
assessment, either testing, work sample, or situational assessment, making vocational 
recommendations, and did not sanction final reports or exit staffings.  The differences 
between groups in frequency of assessment and presenting data may be due to the 
population with which career counselors tend to work.  College students already know 
how to read and have a general level of intelligence, and so this skill and aptitude are 
assumed by the career counselors and not tested, and college students may already be 
working, therefore proving they have transferable skills, learning ability, and work related 
behaviors.  Also, the career counselor may not need to generate documentation for the 
student in terms of justification for funding a particular career path like the vocational 
evaluators often do.   
Conversely, vocational evaluation experts were less likely to favor outreach and 
administrative support to the program or resume and cover letter critiquing than career 
counseling experts.  One reason for this distinction is that resumes are more in line with 
job seeking and placement professional tasks in vocational rehabilitation settings than 
with work assessment.  In not-for-profit settings, job placement is a separate, funded 
service from vocational evaluation, and has separate personnel focused on finding and 
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keeping a job.  As mentioned by both experts and practitioners, the work setting may 
include persons who are specifically responsible for assessment of skills and aptitudes, 
teaching job search and other self-direction strategies, and developing relationships with 
community employers and others.  
 There were also tasks that were mentioned in job descriptions that the 
associated experts did not rate very highly.  Career counseling experts did not 
emphasize coordination of special events, marketing, providing workshops, developing 
employer relations, overseeing interns, teaching classes, or recruiting.  Vocational 
evaluation experts did not underline keeping daily attendance or providing data for 
management reporting.  It is assumed that these tasks are idiosyncratic to the offices 
from which the job descriptions originated.  However, both sets of experts stressed use 
of basic counseling skills, which was not in either job description and added by the 
principal investigator.  Perhaps the job descriptions did not mention counseling 
specifically because these professionals are not required to be certified or licensed, such 
as other counselors are.  Perhaps counseling is not present in the job descriptions 
because it is assumed that communication with students or clients involves guidance.   
 Practitioners.  When examining the demographic variables associated with 
practitioners, vocational evaluation practitioners received medical terminology and labor 
market training in preparation for employment, and tended to hold more professional 
certifications, and have been employed in the field longer than career counseling 
practitioners. Career counseling practitioners were more likely to mention certification 
from publishers to administer certain tests, and vocational evaluation practitioners listed 
Certified Rehabilitation Counselor (CRC), Certified Case Manager (CCM), Certified 
Staffing Professional (CSP), Certified Brain Injury Specialist, Office of Workers 
Compensation Professional (OWCP), Florida Rehabilitation Provider, Professional 
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Vocational Evaluator (PVE), Certified Vocational Evaluator (CVE), Certified Mental 
Health Professional, teaching certificates, Certified Business Technical Assistance 
Consultant (CBTAC), Licensed Mental Health Counselor (LMHC), Diplomate – American 
Board of Vocational Experts (DABVE), Certified Life Care Planner (CLCP), Certified 
Disability Management Specialist (CDMS), and Licensed Clinical Social Worker (LCSW).   
 Career counseling practitioners rated administrative support higher in importance 
than vocational evaluation professionals or career counseling experts.  Career 
counseling practitioners had less tenure in the field than vocational evaluation 
practitioners.  Could it be that career counseling practitioners accrue less tenure than 
vocational evaluation practitioners because they move up the career ladder, and find 
knowledge of administrative tasks essential to this career building?  Or, due to 
downsizing in response to a poor economy, do current career counselors have more 
responsibility to program administration than vocational evaluators?  As previously 
mentioned and documented by participants in this project, job responsibilities are well 
separated in the not-for-profit vocational rehabilitation service arena.  Part of the 
explanation for separation of duties might be that some of the jobs are provided inside 
the facility and some outside, and jobs are requested separately from the funding 
source.  For example, vocational evaluation might be requested and paid for, but job 
seeking is not. 
 Documentation, such as case notes and case records, were rated higher in 
importance by vocational evaluation practitioners.  Vocational evaluation practitioners in 
the state of Florida are often working with counselees who are looking for funding from 
the state to get college or other vocational supports.  Consequently, the state expects 
justification from the vocational evaluation results for spending money on support 
services and items.  This justification comes from test results, behavioral observations, 
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and carefully documented information related to the counselee’s potential for success.  
Clear documentation makes it easy for the referring counselor to use, and may promote 
subsequent business.   
 Career counseling practitioners.  These tasks were positively and strongly 
correlated in both frequency and importance by career counseling practitioners: assist in 
occupational exploration and decision making, provide individual and group sessions, 
perform initial interview, determine appropriate assessments and interventions, and 
engage counselee in library and online resources.  These seem to be the essential tasks 
of career counselors in current Florida university career centers.  Career counselors may 
engage in teaching their counselees self directed techniques more frequently than 
vocational evaluators.  
 Career counseling practitioners had less tenure in their current position than 
vocational evaluation practitioners.  If the career counseling practitioners are in their first 
professional job or working as interns, they may not have a firm grasp on all of the tasks 
for which they are responsible.  Conversely, if career counseling supervisors are 
providing counseling sessions as well as supervising professionals, they may have a 
greater mix of tasks than reflected in some job descriptions.  The Bureau of Labor 
Statistics (n.d.) indicates that the typical tenure for employees in the public sector, such 
as university career center counselors, is nearly twice as long as for employees in the 
private sector, such as persons working for not-for-profit agencies; 7.2 years versus 4.0 
years.  The finding of this study was opposite national norms.   
 Vocational evaluation practitioners.  These tasks were positively and strongly 
correlated in both frequency and importance by vocational evaluation practitioners:  
conduct initial interview including review of medical documentation and prepare a written 
final summary.  These seem to be the essential duties of vocational evaluators who are 
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currently working as vendors for the state of Florida Department of Education.  However, 
some of the tasks identified as associated with vocational evaluation were found to have 
a negative frequency versus importance relationship, such as using simulated work, 
engaging the use of library or online resources, teaching self-direction, and using basic 
counseling techniques.  Persons referred for situational assessment may not have the 
aptitudes to benefit from learning library resources or being entirely self-directed, and 
this explains the negative relationship between these tasks.  That is, there may be 
greater diversity of limits and barriers of persons referred to vocational evaluation than of 
those persons served by a university career center, and vocational evaluators may 
design individual program activities with these functional limits in mind.  Vocational 
evaluators are more often involved with interpreting test data, making vocational 
recommendations, and performing transferable skills analysis than career counselors, 
and indicate that making vocational recommendations and determining appropriate 
interventions are more important to their job than career counselors.   
 More vocational evaluation practitioners hold professional certifications which 
may be a sign of making a niche for themselves in this field, and these certifications 
were in many more areas than what career counselor practitioners reported.  A greater 
percentage of vocational evaluation practitioners also claimed training in testing as part 
of their preparation for employment.  This may reflect a greater diversity of test 
instruments and other assessments.  Some career centers have online interest 
inventories that are scored offsite and result in a pre-paid, standardized report. 
Limitations 
Limitations of the project include a dependence on self-reported data.  The 
investigator trusted the responses that volunteer participants gave.  These responses 
may not have been complete, or respondents may have misunderstood the survey 
 71 
  
questions or skipped that question.  In some cases, participants were encouraged to 
remember back to a time when they were employed in the field to rate the job tasks, and 
it is possible that they may have not remembered accurately or correctly or that 
technology or other advances have changed the profession since they worked in it.  
Additionally, some respondents may not have taken the survey seriously.  For example, 
one respondent claimed Other for race and commented that he or she was Eskimo.  
Although this is possible, it is more likely that the respondent did not wish to disclose 
race.  
Another limitation is that volunteers may not be reflective of the general 
profession.  To limit variables that could potentially interfere with these results, the group 
of practitioners were working in Florida, had Internet access and a comfort level in using 
it, and were able to volunteer information.  Not all individuals who fit the eligibility 
descriptors for this study had access or interest in participating in a computerized 
questionnaire.  Furthermore, this study may not reflect the entire population of 
individuals who meet the professional criteria outlined.  Even though practitioners were 
encouraged to forward the survey link to others in their office who had the same job 
responsibilities, they may not have, or may have only forwarded it to a select few.  The 
experts who were identified by the professional organizations with which they are 
affiliated, may not have received the invitation due to no longer using that e-mail 
address, or they may have retired from their profession.  There are other businesses that 
provide career development but they were not included in this study.  Other possible 
sources to find career counselors are “One-Stop Career Centers, Department of Labor, 
Welfare to Work programs, and private temporary employment agencies” (Ahlers et al., 
2003, p.6).   
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There may be other professionals in other locations that are more qualified to 
answer the survey questions, such as in other states or working in other settings.  Only 
professionals working in the state of Florida, as either career counselors in a college 
setting or vocational evaluators in a not-for-profit setting were petitioned by this study as 
practitioners.  Although this limitation reduced the number of practitioners solicited, it 
also reduced the number of confounding variables in the work setting by using the same 
labor market, same university system, and same vendor qualifications for contracting 
with the state government to provide professional services.  It might be argued that even 
though there were a very small number of respondents, there is no reason to believe 
that those who did not respond were different than those who did respond (Dillman et al., 
2009).  That is, all practitioners were either employees or vendors of the same state 
department, providing a similar role, thus reducing non response error.  Nevertheless, 
the small number of respondents may negatively affect the effectiveness of statistical 
tests. 
Experts were solicited from several states since the criteria include national 
certification as either a vocational evaluator or career counselor.  Furthermore, the 
experts must have at least five years’ experience in their field. These qualifiers may not 
allow valuable information to be included since not all persons in each profession were 
requested to reply.  The small completed sample means that there may be a large 
margin of error and significant differences may not be apparent (Dillman et al., 2009).   
Suggestions for Future Research 
 There are obvious similarities between career counselor and vocational 
evaluation, and in some settings, these jobs may look the same.  It would be interesting 
to see how career counseling tasks compare to mental health or family and marriage 
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counseling tasks since work and education are major life activities and may be topics of 
discussion for other types of counselors.   
It is unclear as to what implications there are for the future of each of these 
professions.  It seems that there have been changes in essential tasks over time, and 
that work settings or the characteristics of clients impact job responsibilities. Subsequent 
research might also look at what effect the different theories of these fields have on 
training programs and skill development as they relate to performing essential tasks 
identified by employers.  
Implications for education and training.  If experts agree on task ratings more 
than practitioners and it is assumed that experts have been in the field longer than or 
entered the field before practitioners, has the job become different over time?  And, if so, 
is that difference reflected in what professionals are being taught in classrooms and 
other employment preparation venues?  Practitioners tended to rate tasks as less 
important than experts most of the time, but there was a great deal of variability in the 
ratings between professional groups, especially concerning frequency of task 
performance.  Because the practitioners appear to have several years’ experience in 
their respective fields, it is unlikely that they do not understand their essential duties.   
The five tasks as rated by career counseling practitioners that were correlated 
strongly and positively on scales for both frequency and importance to job performance 
were assist with occupational exploration and career decision making, conduct individual 
and group counseling sessions, conduct the initial interview, determine appropriate 
interventions, and engage the counselee in online and library resources.  These tasks 
are mirrored in CACREP standards except no specific mention of teaching decision 
making or teaching how to use online and library resources.  Career counseling 
practitioners are more likely to be engaged in teaching self directed techniques than 
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vocational evaluation practitioners.  Some students may be reluctant to use self-directed 
techniques (B. Shircliffe, personal communication, 10/26/12).  Because teaching and 
counseling are similar helping professions, counseling trainees may experience similar 
reluctance in their clients and need specific instruction on how to teach self-direction to 
their counselees.  Understanding the decision making process and how to guide another 
person through it may assist counselors to perform this essential task. 
The two tasks as rated by vocational evaluation practitioners that were correlated 
strongly and positively on scales of both frequency and importance to job performance 
were conduct the initial interview and prepare a final summary.  While emphasis on 
different assessment methods to establish the client’s experiences was outlined in 
CORE standards, preparing the final summary was not.  This may be a crucial skill when 
developing the product or outcome a funding source expects from vocational evaluators.  
Vocational evaluation practitioners are more likely to be involved with interpreting test 
results, making vocational recommendations, and performing transferable skills analysis 
than career counselors, and indicate that determining appropriate interventions and 
making vocational recommendations are more important to job performance than career 
counselors.   
Regarding students of career counseling who are not sure which profession is a 
better fit for their skills, training programs might consider providing an assessment center 
or other hands-on means for trying essential tasks.  Schwitzer, Gonzalez, and Curl 
(2001) proposed simulated work settings for career counseling students that imitate real 
work issues and environments.  For example, part of the class period could mimic a one-
stop center or large community-based agency.  Each student is assigned to role play a 
particular person in that setting, i.e. career counselor, client, administrator, interviewer, 
job coach/ placement specialist, etc.  A loose script or rationale is provided to each role 
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player to facilitate interactions.  Besides providing a perspective from that professional’s 
viewpoint on the needs and intended services for each case study presented, students 
have an opportunity to practice how and why relationships form in these settings, what 
responsibilities are essential to each professional and how the client may be dependent 
on one source for one benefit and another source for a different benefit. 
There are the basic differences between formal training standards.  CACREP 
standards encourage preparation to facilitate group counseling, market and promote the 
program, and CORE standards encourage transferable skills analysis (see Appendix H 
for standards relating to career counseling).  This study showed significant interaction 
effects between practitioners for the frequency of assessment interpretation, vocational 
recommendations, transferable skills analysis, and self-direction instruction.  Interaction 
effects for importance of task performance were found between practitioners for 
determination of appropriate interventions and generation of vocational 
recommendations.  It appears that the tasks that are most likely endorsed by career 
counselors, whether experts or practitioners, are reflected in the professional standards.  
Additionally, tasks most selected by vocational evaluation practitioners are outlined in 
professional standards but vocational experts tend to choose reporting writing and 
conclusion of services, which are not in the standards.  
Implications for certification and licensure.  The larger standard deviations 
and greater number of negative relationships between task ratings in vocational 
evaluation suggests more diversity in job tasks.  Vocational evaluation practitioners 
received instruction in more topics to prepare for employment, such as medical 
terminology and labor market information, than career counseling practitioners.  
Vocational evaluation practitioners also claimed a greater variety and more professional 
certifications than career counseling practitioners.  While basic counseling training may 
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be suitable for vocational evaluators, post graduate workshops might help to introduce 
professionals in this field to tasks that may be unique to this occupation and required by 
a variety of employers.   
Basic counseling techniques were significantly rated by both groups of 
counselors, but were not listed in the job descriptions used by this study.  Accrediting 
bodies and professional organizations are encouraged to revisit certification for these 
counseling professions.  If basic counseling techniques are useful and used regularly, 
competency is an issue that need to be regulated.   
Conclusion 
  This investigation compared the tasks of two types of career counselors in terms 
of frequency and relative importance to job performance.  While an overlap of tasks was 
found, noteworthy differences in the frequency and importance of task performance were 
documented.  There was more agreement between practitioners or experts from each of 
the professions than there was within professional groups.  Practitioners tend to rate 
tasks identified for their profession as less important than experts in the same 
profession, and there was more variability in ratings in practitioner groups than in expert 
groups.  Although many tasks were shared by each profession, there were specific tasks 
identified for each profession that are more likely to be performed in that job.  These 
differences may reflect unique work settings and unique training needs.   
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Job Summary 
A Career Counselor is a professional staff member at a University campus Career 
Center. Career Counselors provide individual and group career counseling/job search 
coaching to students/alumni to help them make informed career decisions; explore 
occupational choices; prepare for an effective job search and connect with part-time, 
internship and fulltime employment opportunities. Career Counselors administer the 
cooperative education program and design/conduct campus-wide career education 
programs and courses. Career Counselors may also be involved in job development, 
marketing and coordination of Career Center recruitment services such as an on-line job 
listing service, career fairs, oncampus interviews, resume referrals and special career 
events. 
 
Nature of Work 
This position typically reports to a managerial level position (Assistant or Associate 
Director) of the Career Center on the Home Campus, or to an appropriate leadership 
position in Student Affairs at a Regional Campus. The primary focus of this position is to 
deliver career counseling and job search coaching services that help students and 
alumni make informed career decisions, gain career-related experience, prepare for an 
effective job search and obtain professional employment upon graduation. The Career 
Counselor has substantial latitude to identify and administer appropriate assessment 
instruments and counseling techniques for individual students/alumni. Knowledge of 
career counseling theory and job search methodology; ability to administer and interpret 
career assessments; ability to create, develop and conduct career education programs; 
ability to develop strategic alliances with the academic and employment community; an 
understanding of labor market trends and the legal and ethical issues regarding 
counseling, student records and employment are critical to success in the position. 
Written and verbal communication skills, active listening, ability to multi-task and work in 
a team setting are also required to perform the various duties of the position. 
 
Examples of Duties 
The following list provides examples of the most typical duties for positions in this job 
class. Individual positions may not include all of the examples listed, nor does the list 
include all of the work that may be assigned to positions in this job class. 
1. Conduct individual and group counseling sessions to help students/alumni make 
an informed career decision. Assist and guide students/alumni through 
occupational exploration and the career decision-making process. 
2. Determine appropriate assessments and interventions required to assist 
students/alumni. Analyze and interpret career assessment results and 
incorporate in career counseling/job search coaching sessions.  
3. Teach and coach students/alumni in self-directed job search strategies. Provide 
resume/cover letter critiques and interview skills training. Engage 
students/alumni in use of library and on-line resources for researching employers 
and current employment opportunities. 
4. Develop and conduct career and job search workshops. 
5. Promote Career Center recruitment services and engage students/alumni in 
participating in the on-line job listing service, resume referral, on-campus 
interviews, career fairs and other career center events. 
6. Teach and manage administration of the Cooperative Education course and/or 
Career Development course. 
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7. Market recruitment services and develop partnerships with employers to identify 
employment opportunities and engage their participation in campus recruitment 
services such as on-line job listing service, resume referral, on-campus 
interviews, career fairs and information sessions. Develop partnerships with on-
campus employers to engage their participation in advertising federal work study 
positions with the Career Center. 
8. Assist with and/or coordinate logistical and administrative details for career fairs, 
graduate fairs, on-campus interview schedules, job listing service and special 
career events. 
9. Provide job search assistance to students receiving federal work study awards 
and connecting them with on-campus departments hiring FWS students. 
10. May supervisor and direct work projects of student assistants, generally a 
professional individual contributor role. 
11. Conduct planned programs for outreach to students, faculty and employers to 
advertise and promote Career Center services.  
12. Provide other counseling and administrative support as required to accomplish 
the mission and goals of the Career Center and University.
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JOB SUMMARY 
Primarily responsible for the case management of individuals referred by various 
sources for evaluation services.  This position must work cooperatively with various staff 
at all locations as well as personnel at locations where Agency reserves space for 
program services, such as public libraries, Workforce centers, etc. 
The evaluator is immediately accountable to the coordinator of career assessment and 
planning services regarding the discharge of duties. 
ESSENTIAL FUNCTIONS 
1. Conducts the initial interview with assigned clients at first meeting.  Sends for 
pertinent background information as necessary, i.e. school transcripts, 
medical/psychological reports, etc. using release of information form(s).  Notifies the 
referring counselor of admit/no show via telephone or e-mail. 
2. Develops an Individualized Evaluation Plan based upon referral information, the 
initial interview and the stated purpose of the program by both the client and the referring 
counselor; assures participation of the client in the development of the plan; identifies 
questions to be answered through Evaluation, how a question will be answered through 
Evaluation; specifies persons who will carry out the plan and documents knowledge 
thereof; and assures periodic review and modification, if necessary. 
3. Maintains a continuing liaison with referring counselor, reporting client's progress 
and future programming prospects. 
4. Assures referring counselor is made aware of referral to community-based 
services and/or communicates the need for funding of community-based services.  
Obtains and documents follow-up from community-based referrals.  Develops work sites 
for situational assessment as needed. 
5. Assures staff coverage for assigned caseload is provided in the Career 
Assessment and Planning Services/Evaluation area when clients are present. 
6. Assures case notes are maintained in in-house files.  Assures that photocopies 
are made of all pertinent materials such as final summaries, documents referenced in 
the final summary, DOT information, etc. and filed in the case record.  Maintains client 
records as recommended by the Records Review Committee and CARF standards.  
Assures client files are reviewed by the Client Case Records Review Committee in a 
timely manner.  
7. Makes termination decisions; assures clients, family where appropriate, and the 
referral source are aware of discharge decision; schedules and conducts exit interviews.  
Prepares a written final summary on each client's program within 10 working days after 
exit.   
8. Assures client data is submitted for billing, statistical reports, attendance and 
case record destruction in a timely manner. 
9. It is imperative that the evaluator be consistently aware of and adhere to the time 
frames for scheduling of referrals, implementation and completion of planning and 
testing, consistently prompt communication with the referring counselor/agency, and the 
gathering and submission of timely case notes, documentation, reports and final 
summaries.  Any potential deviation from standard procedures and time lines must be 
communicated to and approved by the coordinator of career assessment and planning 
services prior to implementation.  
ADDITIONAL DUTIES 
1. Requests/attends case conferences as appropriate.  Ensures case conferences 
are held and documented on a routine basis to ensure that each client's evaluation 
service is progressing as scheduled and that the referring counselor's and his/her client's 
interests are being satisfied. 
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2. May assist with orientation for clients, to include MDC slide presentation and tour 
of the facility.  Completes required orientation documents.  May coordinate with other 
staff to complete intake evaluation addressing concerns noted by the intake committee; 
communicates in writing or orally, as appropriate, the team decision to the client, 
significant others and referring counselor as to feasibility for participation in a vocational 
program. 
3. Assigns and observes clients at their work stations during simulated job station 
assignments in Vocational Evaluation.  Creates work reports and obtains performance 
feedback from supervisors. 
4. Administers psychometric testing and work sample instruments to all evaluees as 
needed.  May complete and maintain work sheets for clients wage tracking, assures 
client completes W-4 Withholding Allowance Certificate and I-9 form.  May assure 
completion of Client Wage Tracking Sheet and complete/submit worksheet information 
needed for Personnel Change Notices. 
5. Identifies the need for marketing of Career Assessment and Planning Services 
based on recent and anticipated levels of referral, or when this need is identified by the 
coordinator of career assessment and planning services, actively contacts appropriate 
existing and potential referral sources to schedule and perform information/marketing 
sessions to increase referral. This function must be coordinated with the career 
assessment and planning services coordinator to ensure adequate staff coverage of the 
entire services delivery area.  May provide information about and conduct tours at 
Agency for prospective clients, referring counselors and other interested parties. 
6. Attends appropriate staff and in-service training meetings. 
7. Performs other duties as assigned, and as approved by the coordinator of career 
assessment and planning services.
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These changes were made to the tasks to neutralize the jargon specific to each 
profession:  substitute counselee for “students/ alumni” and “client”, substitute program 
for “Career Center” and “Vocational Evaluation”, substitute organization for “university” 
and “agency”, substitute local for “campus”, and eliminate reference to referring 
counselor since that is specific to VE.  
 
• Administer, score, and interpret psychometric testing (VE) 
• Administer, score, and interpret work sample instruments (VE) 
• Analyze and interpret career assessment results and incorporate in career 
counseling/job search coaching sessions (CC) 
• Assign and observe counselees at their work stations during simulated job 
station assignments (VE) 
• Assist and guide counselees through occupational exploration and the career 
decision-making process to develop educational and vocational objectives (CC) 
• Assist with and/or coordinate logistical and administrative details for career fairs, 
graduate fairs, local interview schedules, job listing service and special career 
events (CC) 
• Assure case notes and case records are maintained (VE) 
• Conduct individual and group counseling sessions to help counselees make an 
informed career decision (CC) 
• Conduct the initial interview with assigned counselees at first meeting (VE) 
• Conduct planned programs for outreach to potential counselees and others to 
advertise and promote program services (CC) 
• Determine appropriate assessments and interventions required to assist 
counselees (CC) 
• Develop and conduct career and job search workshops (CC) 
• Develop and maintain partnerships with employers to develop opportunities for 
counselees (CC) 
• Engage counselees in use of library and on-line resources for researching 
employers and current employment opportunities (CC) 
• Keep daily attendance and ensure counselee data is submitted for management 
reporting (VE) 
• Make referral to community-based services (VE) 
• Make vocational recommendations based on labor market statistics and test 
results (VE) 
• Market recruitment services and develop partnerships with employers to identify 
employment opportunities and engage their participation in local recruitment 
services such as on-line job listing service, resume referral, local interviews, 
career fairs and information sessions (CC) 
• May supervise and direct work projects of student assistants or interns (CC) 
• May teach classes (CC) 
• Perform transferable skills analysis based on tested aptitudes or work history 
(VE) 
• Prepare a written final summary on each counselee's program (VE) 
• Promote program recruitment services and engage counselees in participating in 
the on-line job listing service, resume referral, local interviews, career fairs and 
other program events (CC) 
• Provide job search assistance to counselees and connect them with local 
employers (CC) 
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• Provide other counseling and administrative support as required to accomplish 
the mission and goals of the program (CC) 
• Provide resume/cover letter critiques and interview skills training (CC) 
• Schedule and conduct exit interviews with counselee, and may include family or 
interested others (VE) 
• Teach and coach counselees in self-directed job search strategies (CC) 
• Use basic counseling skills to assist counselee to understand and overcome 
personal and social problems (added by PI) 
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E-mail script for initial survey to experts: 
Hello, 
You are getting this e-mail because your name was listed on the website for 
(professional organization or company) as a currently certified professional (job title).  I 
am a doctoral candidate at the University of South Florida and I’m interested in finding 
out more about what you do as a (job title).  This is a research study (eIRB#7580) called 
“Task Comparison Between Career Counselors and Vocational Evaluators: What’s the 
Difference?”    
If you have at least 5 years work experience as a counselor in a college career 
center or a not-for-profit setting, I wonder if you would take an online survey that will 
become part of my dissertation.  You should be able to complete the survey in 20 or 30 
minutes, and you can save it at any time in case you get interrupted while taking it.  You 
should only take part in this study if you want to volunteer. You should not feel that there 
is any pressure to take part in the study to please anyone. You are free to participate in 
this research or withdraw at any time. There will be no penalty if you stop taking part in 
this study.   
There are 29 job tasks and you will be asked to rate them twice; once regarding 
importance to getting your job done, and once regarding the frequency you perform 
them.  There are also some questions about your gender, age, professional training, and 
so forth.   
Here is the link to the survey: 
(hyperlink) 
Please respond to the survey by (deadline within 2 weeks).  Please let me know 
if you have any questions or comments.  Thank you! 
Jill D. Flansburg 
Doctoral Candidate 
jflansbu@mail.usf.edu 
 
 
E-mail reminder to experts to complete initial survey: 
There are still 3 days left to complete the survey about tasks that you perform in your 
job.  This is a research study (eIRB#7580) called “Task Comparison Between Career 
Counselors and Vocational Evaluators: What’s the Difference?”   Here is the link to the 
survey again, and if you have already completed it, thank you! 
(hyperlink) 
Jill D. Flansburg 
Doctoral Candidate 
jflansbu@mail.usf.edu 
 
 
E-mail script to experts finalizing task list for each profession: 
Hello, 
Recently, you were asked to participate in the survey to identify job tasks that are 
associated with your profession.  This is a research study (eIRB#7580) called “Task 
Comparison Between Career Counselors and Vocational Evaluators: What’s the 
Difference?”   There were sufficient responses to come up a list of job tasks and I would 
like to give you the opportunity to view these tasks and let me know if you agree that 
they describe your work.  Here is the link to the tasks and you will be able to make an 
open-ended comment at this link: 
(hyperlink) 
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Please respond to the survey by (deadline within 1 week).  Thank you! 
Jill D. Flansburg 
Doctoral Candidate 
jflansbu@mail.usf.edu 
 
 
E-mail script for second survey to practitioners: 
Hello, 
You are getting this e-mail because your name was listed by (your employer or 
state government vendor) as a (career counselor or vocational evaluator).  I am a 
doctoral candidate at the University of South Florida and I’m interested in finding out 
more about what you do in your job.  This is a research study (eIRB#7580) called “Task 
Comparison Between Career Counselors and Vocational Evaluators: What’s the 
Difference?”    
I wonder if you would take an online survey that will become part of my 
dissertation.  You should be able to complete the survey in 20 or 30 minutes, and you 
can save it at any time in case you get interrupted while taking it.  You should only take 
part in this study if you want to volunteer. You should not feel that there is any pressure 
to take part in the study to please anyone. You are free to participate in this research or 
withdraw at any time. There will be no penalty if you stop taking part in this study.   
There are ** job tasks and you will be asked to rate them twice; once regarding 
importance to getting your job done and once regarding frequency you perform them.  
There are also some questions about your gender, age, professional training, and so 
forth.   
Here is the link to the survey: 
(hyperlink) 
Please respond to the survey by (deadline within 2 weeks).  If there is someone 
else in your office who is a (career counselor or vocational evaluator) and who is 
interested in taking the survey, please feel free to share this link with him or her.  Let me 
know if you have any questions or comments.  Thank you! 
Jill D. Flansburg 
Doctoral Candidate 
jflansbu@mail.usf.edu 
 
 
E-mail reminder to participants to complete second survey: 
There are still 3 days left to complete the survey about tasks that you perform in 
your job.  This is a research study (eIRB#7580) called “Task Comparison Between 
Career Counselors and Vocational Evaluators: What’s the Difference?”   Here is the link 
to the survey again, and if you have already completed it, thank you! 
(hyperlink) 
Jill D. Flansburg 
Doctoral Candidate 
jflansbu@mail.usf.edu 
 99 
 
 
 
 
Appendix E: 
Means, Standard Deviations, and Mean Differences 
  
Appendix E (Continued) 
100 
 
Table A1 
 
Career Counseling Expert vs. Vocational Evaluation Expert Ratings Regarding 
Importance of Task (standard deviation) 
 
 
Task 
CC Expert 
Mean (SD) 
VE Expert 
Mean (SD) 
 
Difference 
Administer, score, and interpret psychometric 
testing 
4.64 
(.674) 
4.92 
(.289) 
-0.28 
Administer, score, and interpret work sample 
instruments 
2.82 
(1.537) 
4.83 
(.577) 
-2.01 
Analyze and interpret career assessment 
results and incorporate in sessions 
4.64 
(.674) 
4.92 
(.289) 
-0.28 
Assign and observe counselees at their work 
stations during job station assignments 
2.73 
(1.489) 
4.42 
(1.240) 
-1.69 
Assist and guide counselees through 
occupational exploration  
4.82 
(.405) 
4.83 
(.389) 
-0.01 
Assist with  and/ or coordinate logistical and 
administrative details for career events 
3.73 
(1.489) 
2.64 
(1.120) 
1.09 
Assure case notes and case records are 
maintained 
4.91 
(.302) 
4.67 
(.888) 
0.24 
Conduct individual and group counseling 
sessions to help counselees make decision 
4.73 
(.647) 
4.33 
(.778) 
0.40 
Conduct the initial interview with assigned 
counselees at first meeting 
4.73 
(.647) 
4.67 
(.888) 
0.06* 
Conduct planned programs for outreach to 
promote program services 
3.73 
(1.104) 
2.92 
(.793) 
0.81 
Determine appropriate assessments and 
interventions required to assist counselees 
4.82 
(.405) 
4.92 
(.289) 
-0.10 
Develop and conduct career and job search 
workshops 
4.27 
(.647) 
2.75 
(1.288) 
1.52 
Develop and maintain partnerships with 
employers to develop opportunities  
3.82 
(1.328) 
3.58 
(.996) 
0.24 
Engage counselees in use of library and 
online resources for opportunities 
4.45 
(.522) 
3.83 
(1.193) 
0.62 
Keep daily attendance and ensure counselee 
data is submitted for management reporting 
2.91 
(1.446) 
3.64 
(1.206) 
-0.73 
Make referral to community-based services 4.18 
(.982) 
4.33 
(.651) 
-0.15 
Make vocational recommendations based on 
labor market statistics and test results  
4.18 
(1.250) 
4.92 
(.289) 
-0.74 
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Table A1 (continued) 
 
 
Task 
Practitioner 
Mean (SD) 
Expert  
Mean (SD) 
 
Difference 
Market recruitment services and other 
program events 
3.45 
(1.572) 
3.25 
(1.055) 
0.20 
May supervise and direct work projects of 
student assistants or interns 
3.45 
(1.508) 
3.25 
(1.055) 
0.20 
May teach classes 3.82 
(1.401) 
2.91 
(1.221) 
0.91 
Perform transferable skills analysis based 
on tested aptitudes or work history 
4.36 
(1.027) 
4.75 
(.622) 
-0.39 
Prepare a final written summary on each 
counselee’s program 
4.09 
(.539) 
4.67 
(.651) 
-0.58 
Promote program recruitment services and 
other program events 
3.91 
(1.044) 
3.67 
(1.073) 
0.24 
Provide job searching assistance to connect 
with local employers 
4.18 
(.874) 
3.67 
(1.155) 
0.51 
Provide other counseling and administrative 
support as required  
4.09 
(1.300) 
4.00 
(.739) 
0.09 
Provide resume/ cover letter critiques and 
interview skills training 
4.64 
(.505) 
3.42 
(1.084) 
1.22 
Schedule and conduct exit interviews with 
counselee, and may include others 
3.55 
(1.214) 
4.42 
(.669) 
-0.87 
Teach and coach counselees in self-directed 
job search strategies 
4.55 
(.688) 
4.25 
(.754) 
0.30 
Use basic counseling skills to assist 
counselee to understand problems 
4.82  
(.405) 
4.67 
(.651) 
0.15 
Note: There were 16 career counseling experts and 13 vocational evaluation experts.  
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Table A2 
 
Career Counseling Practitioner vs. Vocational Evaluation Practitioner Ratings Regarding 
Importance of Common Tasks (standard deviation) 
 
 
Task 
CC 
Practitioner 
Mean (SD) 
VE 
Practitioner 
Mean (SD) 
 
Difference 
Analyze and interpret career assessment 
results and incorporate in sessions 
4.0909 
(1.15095) 
4.6538 
(.74524) 
-0.5629 
Assist and guide counselees through 
occupational exploration  
4.2727 
(1.20245) 
4.7308 
(.53349) 
-0.4581 
Assure case notes and case records are 
maintained 
4.3333 
(.79582) 
4.5000 
(.98995) 
-0.1667 
Conduct individual and group counseling 
sessions to make a career decision 
4.4091 
(.95912) 
3.9615 
(1.37057) 
0.4476 
Conduct the initial interview with assigned 
counselees at first meeting 
4.4091 
(.90812) 
4.7308 
(.82741) 
0.1717 
Determine appropriate assessments and 
interventions required to assist counselees 
4.2609 
(1.13688) 
4.8846 
(.32581) 
-0.6237 
Engage counselees in use of library and 
online resources for researching employers  
4.4545 
(.91168) 
4.0800 
(.95394) 
0.3745 
Make referral to community-based services 3.7143 
(1.05560) 
4.1200 
(.88129) 
-0.4057 
Make vocational recommendations based 
on labor market statistics and test results 
3.36364 
(1.09307) 
4.8077 
(.49147) 
-1.1713 
Perform transferable skills analysis based 
on tested aptitudes or work history 
4.0435 
(1.02151) 
4.6154 
(.69725) 
-0.5719 
Teach and coach counselees in self-
directed job search strategies 
4.4091 
(.85407) 
4.1154 
(.76561) 
0.2937 
Use basic counseling skills to assist 
counselees to understand problems 
4.3182 
(.94548) 
3.9615 
(1.11286) 
0.3567 
 Note: There were 25 career counseling practitioners and 27 vocational evaluation 
practitioners.  
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Table A3 
 
Correlations of Frequency and Importance of Tasks Rated by Experts and Practitioners 
in Career Counseling (p values) 
_ 
 
Task 
 
 
Frequency 
 
Importance 
Analyze and interpret career assessment results 
and incorporate in sessions 
-.220 
(.541) 
-.254 
(.325) 
Assist and guide counselees through occupational 
exploration  
-.305 
(.362) 
.189 
(.467) 
Assure case notes and case records are 
maintained 
-.206 
(.544) 
.329 
(.213) 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
-.497 
(.119) 
-.018 
(.945) 
Conduct the initial interview with assigned 
counselees at first meeting 
-.303 
(.365) 
-.236 
(.362) 
Determine appropriate assessments and 
interventions required to assist counselees 
-.237 
(.483) 
-.146 
(.564) 
Engage counselees in use of library and online 
resources for researching opportunities  
-.214 
(.527) 
.017 
(.949) 
Make referrals to community-based services -.386 
(.241) 
-.186 
(.492 
Make vocational recommendations based on labor 
market statistics and test results 
-.007 
(.984) 
-.059 
(.823) 
Perform transferable skills analysis based on 
tested aptitudes or work history 
-.074 
(.829) 
.304 
(.220) 
Provide other counseling and administrative 
support as required  
.139 
(.684) 
-.075 
(.773) 
Provide resume/ cover letter critiques and interview 
skills training 
-.079 
(.817) 
.197 
(.450) 
Teach and coach counselees in self-directed job 
search strategies 
-.172 
(.614) 
-.089 
(.735) 
Use basic counseling skills to assist counselee to 
understand problems 
.295 
(.378) 
-.134 
(.608) 
Note:  The task “Read current research and other literature regarding theoretical and 
practical issues” was suggested by experts and rated by practitioners only.  Therefore, it 
is not included in this table. There were 16 career counseling experts and 25 career 
counseling practitioners.  
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Table A4 
 
Correlations of Frequency and Importance of Tasks Rated by Experts and Practitioners 
in Vocational Evaluation (p values) 
 
 
Task 
 
 
Frequency 
 
Importance 
Administer, score, and interpret psychometric 
testing 
.878 * 
(.000) 
.674 
(.016) 
Administer, score, and interpret work sample 
instruments 
-.294 
(.353) 
-.234 
(.465 
Analyze and interpret career assessment results 
and incorporate in sessions 
-.175 
(.586) 
-.135 
(.676) 
Assign and observe counselees at their stations 
during job assignments 
-.032 
(.921) 
-.129 
(.926) 
Assist and guide counselees through occupational 
exploration and career decision-making  
.078 
(.811) 
-.200 
(.533) 
Assure case notes and case records are 
maintained 
-.148 
(.646) 
-.265 
(.404) 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
-.489 
(.106) 
-.120 
(.711) 
Conduct the initial interview with assigned 
counselees at first meeting 
-.135 
(.676) 
.439 
(.154) 
Determine appropriate assessments and 
interventions required to assist counselees 
-.146 
(.651) 
a 
Engage counselees in use of library and online 
resources for researching opportunities  
.222 
(.489) 
.193 
(.571) 
Make referral to community-based services -.204 
(.524) 
-.345 
(.301) 
Make vocational recommendations based on labor 
market statistics and test results 
a -.091 
(.779) 
Perform transferable skills analysis based on 
tested aptitudes or work history 
-.283 
(.400) 
.081 
(.803) 
Prepare a written final summary on each 
counselee’s program 
-.200 
(.355) 
.362 
(.248) 
Schedule and conduct exit interviews with 
counselee, and may include others 
.164 
(.610) 
-.039 
(.904) 
Teach and coach counselees in self-directed job 
search strategies 
.271 
(.394) 
.418 
(.176) 
Use basic counseling skills to assist counselee to 
understand problems 
-.195 
(.544) 
-.184 
(.568 
Note:  The task “Perform local labor market survey to determine available and growing 
occupational fields” was suggested by experts and rated by practitioners only.  
Therefore, it is not included in this table.   a = cannot be computed because one of the 
variables is constant.  There were 13 vocational evaluation experts and 27 vocational 
evaluation practitioners.  
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Table A5 
 
Between-Subjects Effects from MANOVA Analysis of the Frequency of All Tasks Rated 
by Experts 
 
 
Task 
Mean 
Square 
 
F 
 
p 
Administer, score, and interpret psychometric 
testing 
17.273 11.143 .003 * 
Administer, score, and interpret work sample 
instruments 
26.942 11.870 .002 * 
Analyze and interpret career assessment results 
and incorporate in sessions 
5.397 3.879 .062 
Assign and observe counselees at their work 
stations during simulated job station assignments 
26.567 13.843 .001 * 
Assist and guide counselees through occupational 
exploration and career decision-making  
.823 .772 .389 
Assist with  and/ or coordinate logistical and 
administrative details for career events 
.206 .149 .704 
Assure case notes and case records are 
maintained 
.206 .848 .368 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
.027 .018 .896 
Conduct the initial interview with assigned 
counselees at first meeting 
.005 .006 .940 
Conduct planned programs for outreach to potential 
counselees to promote program services 
.016 .008 .929 
Determine appropriate assessments and 
interventions required to assist counselees 
.145 .591 .450 
Develop and conduct career and job search 
workshops 
3.842 2.036 .168 
Develop and maintain partnerships with employers 
to develop opportunities for counselees 
.008 .004 .950 
Engage counselees in use of library and online 
resources for researching opportunities 
.190 .169 .686 
Keep daily attendance and ensure counselee data 
is submitted for management reporting 
7.411 2.705 .115 
Make referral to community-based services 
 
1.033 .522 .478 
Make vocational recommendations based on labor 
market statistics and test results  
2.551 8.035 .010 * 
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Table A5 (continued) 
 
 
Task 
Mean 
Square 
 
F 
 
p 
Market recruitment services and develop 
partnerships with employers  
.016 .007 .932 
May supervise and direct work projects of student 
assistants or interns 
.056 .030 .832 
May teach classes 
 
.277 .123 .730 
Perform transferable skills analysis based on 
tested aptitudes or work history 
2.108 1.140 .298 
Prepare a final written summary on each 
counselee’s program 
14.114 10.628 .004 * 
Promote program recruitment services and engage 
counselees in participating in program events 
.667 .340 .566 
Provide job searching assistance to counselees 
and connect them with local employers 
.174 .066 .800 
Provide other counseling and administrative 
support as required  
.047 .022 .883 
Provide resume/ cover letter critiques and interview 
skills training 
.084 .043 .838 
Schedule and conduct exit interviews with 
counselee, and may include others 
11.152 4.999 .036 * 
Teach and coach counselees in self-directed job 
search strategies 
1.070 .941 .343 
Use basic counseling skills to assist counselee to 
understand problems 
.005 .004 .948 
Note: The independent variables are the professions, and the dependent variables are 
the tasks ratings.  The null hypothesis is that there is no statistically significant difference 
in task ratings between these two counseling professions.  There were 13 career 
counseling experts and 16 vocational evaluation experts.  
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Table A6 
 
Between-Subjects Effects from MANOVA Analysis of the Importance of All Tasks Rated 
by Experts 
 
 
Task 
Mean 
Square 
 
F 
 
p 
Administer, score, and interpret psychometric 
testing 
.316 1.046 .320 
Administer, score, and interpret work sample 
instruments 
19.008 12.583 .002 * 
Analyze and interpret career assessment results 
and incorporate in sessions 
.316 1.046 .320 
Assign and observe counselees at their work 
stations during simulated job station assignments 
18.618 12.800 .002 * 
Assist and guide counselees through occupational 
exploration  
.025 .176 .679 
Assist with  and/ or coordinate logistical and 
administrative details for career events 
6.796 3.556 .076 
Assure case notes and case records are 
maintained 
.041 .810 .380 
Conduct individual and group counseling sessions 
to help counselees make a career decision 
.768 1.378 .259 
Conduct the initial interview with assigned 
counselees at first meeting 
.146 .212 .651 
Conduct planned programs for outreach to 
promote program services 
4.463 4.529 .047 * 
Determine appropriate assessments and 
interventions required to assist counselees 
.025 .176 .679 
Develop and conduct career and job search 
workshops 
11.063 9.161 .007 * 
Develop and maintain partnerships with employers 
to develop opportunities  
.341 .221 .644 
Engage counselees in use of library and online 
resources for researching opportunities 
1.584 1.618 .220 
Keep daily attendance and ensure counselee data 
is submitted for management reporting 
2.841 1.465 .242 
Make referral to community-based services 
 
.341 .518 .481 
Make vocational recommendations based on labor 
market statistics and test results  
2.475 2.696 .118 
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Table A6 (continued) 
 
 
Task 
Mean 
Square 
 
F 
 
p 
Market recruitment services and other program 
events 
.267 .133 .720 
May supervise and direct work projects of student 
assistants or interns 
.267 .140 .712 
May teach classes 
 
4.275 2.229 .153 
Perform transferable skills analysis based on 
tested aptitudes or work history 
.455 .563 .463 
Prepare a final written summary on each 
counselee’s program 
2.335 9.415 .007 * 
Promote program recruitment services and 
engage counselees in program events 
.291 .229 .638 
Provide job searching assistance to counselees 
and connect them with local employers 
1.941 1.599 .222 
Provide other counseling and administrative 
support as required  
.002 .002 .968 
Provide resume/ cover letter critiques and 
interview skills training 
8.405 10.401 .005 * 
Schedule and conduct exit interviews with 
counselee, and may include others 
3.073 2.953 .103 
Teach and coach counselees in self-directed job 
search strategies 
.051 .102 .754 
Use basic counseling skills to assist counselee to 
understand problems 
.008 .046 .833 
Note: The independent variables are the professions, and the dependent variables are 
the tasks ratings.  The null hypothesis is that there is no statistically significant difference 
in task ratings between these two counseling professions.  There were 13 career 
counseling experts and 16 vocational evaluation experts.  
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CORE Employment and Career Development, Assessment, Counseling Approaches 
and Principles 
• Understand and be able to explain benefits systems including workers’ 
compensation, long-term disability, and social security 
• Utilize job and task analyses methodology to determine essential functions of 
jobs for employment planning  
• Apply transferable skills analysis methodology to identify alternative vocational 
and occupational options given work history and residual functional capacities  
• Utilize career/occupational materials to assist the individual in vocational 
planning 
• Consult with prospective employers to facilitate prevention of disability in the 
workplace and minimize risk factors, and regarding employment related 
legislation 
• Conduct and utilize labor market analyses and apply labor market information to 
the needs of individuals with a disability 
• Identify workplace culture and environment factors that will impact successful 
employment, and advocacy processes needed to address institutional and social 
barriers that 
• impede access, equity, and success for clients 
• Identify the need for assistive technology, work hardening or work conditioning, 
job coaching, or other supports 
• Develop and maintain confidential counseling relationships using established 
skills and techniques 
• Establish, in collaboration with the consumer, individual counseling goals and 
objectives 
• Apply basic counseling and interviewing skills 
• Counsel individuals who face lifestyle choices that may involve gender or 
multicultural issues and identify how this affects the planning process 
• Recognize how to assess individuals who exhibit suicide ideation, psychological 
and emotional crisis 
• Facilitate counseling relationships with individuals in a manner that is 
constructive to their independence 
• Develop a plan of action in collaboration with the consumer for strategies and 
actions anticipating the termination of the counseling process 
• Promote ethical decision-making and personal responsibility that is consistent 
with an individual’s culture, values and beliefs 
• Explain purpose of assessment and use assessment information to develop 
plans 
• Identify appropriate assessment resources and methods, and consider cultural 
influences when planning assessment and interpreting results 
• Comprehend basic measurement concepts and associated statistical terms, the 
validity, reliability, and appropriateness of assessment instruments 
• Apply assessment methods to evaluate a consumer's vocational, independent 
living and transferable skills by using methods and testing instruments to 
measure aptitude, intelligence, interest, achievement, situational assessment 
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CACREP Professional Identity, Career Development  
• Understands professional roles, functions, and relationships with other human 
service 
• providers, including strategies for interagency/interorganization collaboration and 
communications 
• Uses career, avocational, educational, occupational and labor market information 
resources, and career information systems 
• Understands crisis intervention and suicide prevention models, including the use 
of psychological first aid strategies 
• Uses techniques appropriate for individuals or groups 
• Understands a variety of models and theories of career counseling and career 
development 
• Examines life-work roles, including the balance of work, leisure, family, and 
community in their careers examining life-work roles, including the balance of 
work, leisure, family, and community in their careers 
• Helps client acquire a set of employability and job search skills 
• Understands the effects of immigration, racism, stereotyping, discrimination, 
power, privilege, and oppression 
• Explains, articulates, and advocates for the importance of career counseling, 
career development, life-work planning, and workforce planning to legislators, 
other policymakers and/or the general public 
• Identifies leisure interests, learning style, life roles, self-concept, career maturity, 
vocational identity, career indecision, work environment preference (e.g., work 
satisfaction), and other 
• related life-career development issues 
• Applies relevant research findings to inform the practice 
• Develops measurable outcomes for career counseling programs, activities, and 
experiences 
• Analyzes and uses data to increase the effectiveness of career counseling 
programs and interventions 
• Participates in the planning and organization of a comprehensive career resource 
center 
• Initiates and implements a marketing and public relations campaign on behalf of 
career development activities and services 
• Understands education, training, and employment trends, as well as labor market 
information and resources that provide information about job tasks, functions, 
salaries, requirements, and future outlooks related to broad occupational fields 
and individual occupations 
• Knows the community/professional resources available to assist clients in career 
planning, including job search
 114 
 
 
 
 
Appendix I: 
Survey Monkey Surveys  
Appendix I (Continued) 
115 
 
 
 
 
 
Appendix I (Continued) 
116 
 
 
 
 
 
Appendix I (Continued) 
117 
 
 
 
 
 
Appendix I (Continued) 
118 
 
 
 
 
 
Appendix I (Continued) 
119 
 
 
 
 
 
Appendix I (Continued) 
120 
 
 
 
 
 
Appendix I (Continued) 
121 
 
 
 
 
 
Appendix I (Continued) 
122 
 
 
 
 
 
Appendix I (Continued) 
123 
 
 
 
 
 
Appendix I (Continued) 
124 
 
 
 
 
Appendix I (Continued) 
125 
 
 
 
 
 
Appendix I (Continued) 
126 
 
 
 
 
 
Appendix I (Continued) 
127 
 
 
 
 
 
Appendix I (Continued) 
128 
 
 
 
 
 
Appendix I (Continued) 
129 
 
 
 
 
 
Appendix I (Continued) 
130 
 
 
 
 
 
Appendix I (Continued) 
131 
 
 
 
 
 
Appendix I (Continued) 
132 
 
 
 
 
 
Appendix I (Continued) 
133 
 
 
 
 
 
Appendix I (Continued) 
134 
 
 
 
 
 
Appendix I (Continued) 
135 
 
 
 
 
 
Appendix I (Continued) 
136 
 
 
 
 
 
Appendix I (Continued) 
137 
 
 
 
 
 
Appendix I (Continued) 
138 
 
 
 
 
 
Appendix I (Continued) 
139 
 
 
 
 
 
Appendix I (Continued) 
140 
 
 
 
 
 
Appendix I (Continued) 
141 
 
 
 
 
 
Appendix I (Continued) 
142 
 
 
 
 
 
Appendix I (Continued) 
143 
 
 
 
 
 
Appendix I (Continued) 
144 
 
 
 
 
 
Appendix I (Continued) 
145 
 
 
 
 
 
Appendix I (Continued) 
146 
 
 
 
 
 
Appendix I (Continued) 
147 
 
 
 
 
 
Appendix I (Continued) 
148 
 
 
 
 
 
Appendix I (Continued) 
149 
 
 
 
 
 
Appendix I (Continued) 
150 
 
 
 
 
 
Appendix I (Continued) 
151 
 
 
 
 
 
Appendix I (Continued) 
152 
 
 
 
 
 
Appendix I (Continued) 
153 
 
 
 
 
 
Appendix I (Continued) 
154 
 
 
 
 
 
Appendix I (Continued) 
155 
 
 
 
 
 
Appendix I (Continued) 
156 
 
 
 
 
 
Appendix I (Continued) 
157 
 
 
  
 
 
 
 
About the Author 
 I received a BS degree in psychology from the University of Iowa, an MA degree 
in counselor education from the University of South Florida, and completed Ph.D. 
coursework, clinical supervision, and qualifying examination in counselor education at 
the University of South Florida with concentration in career counseling and 
industrial/organizational psychology.  I have over 25 years of practical experience as a 
career counselor and counselor supervisor in the private non-profit, vocational 
rehabilitation sector, and am nationally certified as a vocational evaluator and a 
rehabilitation counselor.  I have counseled persons with various disability conditions, at-
risk youth, welfare recipients, Workers Compensation claimants, Social Security 
beneficiaries, older workers, and privately referred individuals.  I am a member in good 
standing of American Mensa, Chi Sigma Iota Honor Society, National Career 
Development Association (NCDA), and Vocational Evaluation and Career Assessment 
Professionals (VECAP).   
